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A TEMPORAL VIEW OF THE TURNOVER PROCESS: 
APPLICATION OF A REPEATED MEASURES DESIGN 
TO TWO MODELS OF NURSE TURNOVER
ABSTRACT
The p r in c ip a l  o b je c t iv e  of  the p resen t  re sea rch  was to examine 
Mobley's (1982) con ten t ion  t h a t  a dynamic experimental design i s  neces­
sary  in order  to advance our understanding of  the co g n i t iv e  and behavioral
events  which precede tu rnover .  The one aspect  of  Mobley's content ion  
t e s t e d  here was the e x ten t  to  which a repeated measures design c o n t r i ­
butes  to  the p r e d i c t iv e  power of  e x i s t i n g  models o f  tu rnover .  A second 
o b je c t iv e  was to  conduct a competi tive t e s t  between the Mobley, Horner 
and Hollingsworth (1978) and the  Pr ice  and Mueller (1981b) models of  
nurse  tu rnover .
Four n o n -p ro f i t  corrmunity general h o s p i t a l s  and two government- 
owned general  h o s p i t a l s  provided the su b je c t  pool from which a study 
sample (n=527) of  r e g i s t e r e d  nurses was randomly s e le c te d .  A 53-item 
employee survey, con ta in ing  the v a r ia b le s  in both tu rnover  models,  was 
mailed (Time 1) to  each nurse in the study sample. From those  nurses 
who re tu rned  the q u e s t io n n a i r e s ,  a dynamic paradigm group with complete 
data  (n=84) was randomly s e le c te d  to  rece ive  ad d i t io n a l  mai l ings  of  the 
survey two months (Time 2) and four  months (Time 3) l a t e r .  Turnover 
data  was c o l l e c te d  a t  the  time of  each survey and a t  the  end (Time 4) 
o f  the  six-month study.
Mult ip le  r e g re s s io n  procedures y ie lded  t r a d i t i o n a l  s t a t i c -
2 2 2 paradigm R s f o r  each tu rnover  model (Mobley =.29; P r ice  IR = .26) .
v i i i
2 2 The s t a t i c  s were then compared to  dynamic j* s t h a t  took in to  account
the changes t h a t  occurred in model v a r i a b le s  over t ime. Although the
2 2dynamic paradigm produced s l i g h t l y  higher  £  s (Mobley JR =.30; P r ice
R . - .41 ) ,  n e i th e r  s i g n i f i c a n t  p a r t i a l  c o r r e l a t i o n s  of  f i r s t  d i f f e ren c es
nor s i g n i f i c a n t  ex t ra  sums of  squares r e s u l t e d .  No s i g n i f i c a n t  d i f f e r -
2
ences were a sce r ta in ed  when the s t a t i c  R, s fo r  each model were compared.
I t  was concluded t h a t  al though the  dynamic research  paradigm 
does record  process e v en ts ,  the  method p re se n t ly  does not s i g n i f i c a n t l y  
improve the  p r e d ic t iv e  a b i l i t y  of  e x i s t i n g  turnover  models. At t h i s  
t ime,  dynamic paradigms can c o n t r ib u te  most by d e l in e a t in g  the sequence 
and flow of  events  which precede tu rnover .  Once t h i s  i s  accomplished, 
t h e i r  usefu lness  in p r e d ic t io n  and in te rv e n t io n  may improve. I t  was 
f u r t h e r  concluded t h a t  both t h e o r e t i c a l  models cons idered here were 
comparable in t h e i r  modest p r e d i c t iv e  a b i l i t y .
INTRODUCTION
In a recen t  a r t i c l e  a s se s s ing  the  cu r re n t  s t a t e  o f  turnover 
r e se a rch ,  Mobley (1982) po in ts  out  t h a t  several  s i g n i f i c a n t  i ssues  have 
been inadequate ly  addressed .  S p e c i f i c a l l y ,  he asks "Where i s  th e  process 
in tu rnover  process  research?"  In a b r i e f  methodological c r i t i q u e ,  Mobley 
c r i t i c i z e s  the  " s t a t i c "  research  paradigms t h a t  have t r a d i t i o n a l l y  been 
used to  i n v e s t i g a t e  determinants  o f  tu rnover .  In so doing,  Mobley jo in s  
many o th e r  t h e o r i s t s ,  such as  March and Simon (1958) and Locke (1976), who 
s t r e s s  the  importance o f  understanding the  co gn i t ive  and behavioral events 
t h a t  precede the  a c t  o f  leaving  an o rg an iza t io n .  He notes  t h a t  l i t t l e  
f u r t h e r  understanding o f  th ese  events  wil l  ensue from the  continued use o f  
research  designs  which f a i l  to  address  th re e  elements fundamental to any 
process:  (1) change, (2) feedback,  and (3) i n t e r a c t io n s  over t ime.  Mobley 
contends t h a t  i t  i s  time to adopt a dynamic paradigm which i s  s e n s i t i v e  to 
the  temporal process .  He a s s e r t s  t h a t  repeated m u l t i v a r i a t e  measures,  
such as m u l t ip le  surveys ,  a r e  requ ired  to  examine adequate ly  the  process 
o f  tu rnover .
The p resen t  study in v e s t ig a ted  the  r e l a t i v e  c o n t r ib u t io n s  o f  the 
repeated measures paradigm to  turnover  r e sea rch .  S p e c i f i c a l l y ,  t h i s  study 
appl ied  the  m u l t ip le  survey methodology to  two e x i s t i n g  models o f  nurse 
tu rnove r .  Although any occupational  group could conceivably have been 
u t i l i z e d ,  nursing p re se n t ly  lends i t s e l f  well to such an a p p l i c a t i o n .
There a re  th re e  reasons fo r  t h i s :  (1) The high r a t e  o f  a t t r i t i o n  among
nurses has long been recognized as being problematic (American Nurses'
A ssoc ia t ion ,  1962; National Health Care Management Cente r ,  1981);
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(2) The voluminous body o f  research  in to  nurse turnover  c l e a r l y  i l l u s ­
t r a t e s  the  a p p l i c a t io n  o f  t r a d i t i o n a l  " s t a t i c "  paradigms to  the  problem 
and the  l i m i t a t i o n s  inheren t  in such des igns ;  (3) There p re sen t ly  e x i s t  
two v iab le  t h e o r e t i c a l  models o f  nurse tu rnover  (Mobley, Horner,  and 
Holl ingsworth,  1978; Pr ice  and Mueller ,  1981b) which d i f f e r  in s e n s i t i v ­
i t y  to  process  events .  Before d e t a i l i n g  the  p resen t  s tudy,  a c lo s e r  
examination o f  these  th re e  po in ts  wil l  serve  to  c l a r i f y  the  na tu re  and 
con tex t  o f  the p resen t  research  problem.
A t t r i t i o n  in Nursing
The profess ion  o f  nursing i s  p re sen t ly  s t ru g g l in g  with two se r i  
ous problems. The f i r s t  i s  t h a t  o f  an ev e r - in c re a s in g  shortage o f  q u a l i ­
f ied  nurses to  meet the  demands o f  the  expanding hea l th  care  f i e l d ,  and 
the  second i s  an excess ive ly  high r a t e  o f  vo lun ta ry  tu rnover  among nurses 
in h o s p i t a l s .  These two d i f f i c u l t i e s  a re  not un re la ted  and have plagued 
the  p ro fe s s io n ,  s o c ie ty ,  and hosp i ta l  p a t i e n t s  fo r  decades (P r ice  and 
Mueller ,  1981a).
Since the second World War, a chronic  nationwide shor tage  of  
nurses has g radual ly  become more s e r io u s  as enrollments  in nursing school 
have decl ined and as hea l th  care  d e l iv e ry  se rv ices  have expanded in s ize  
and complexity ( F r a l i c ,  1980). Figures r e c e n t ly  compiled by the National 
Health Care Management Center (1981) reveal t h a t  e igh ty  percent  o f  
American h o s p i t a l s  have u n f i l l e d  nursing jo b s .  In some s t a t e s ,  such as 
C a l i fo rn ia  and Arizona, approximately  twenty percent  o f  the  budgeted 
hosp i ta l  vacancies a re  never f i l l e d  (Cunningham, 1979; F r a l i c ,  1980).
The p resen t  nationwide supply o f  nurses i s  about 440 nurses fo r  every 
100,000 people,  and Louisiana has f a r  fewer, with a s ta tew ide  average o f
3279 nurses per 100,000 people ( P r a t t ,  1982). White (1980), F ra l i c  (1980), 
P r a t t  (1982) and o the rs  c i t e  c u l tu r a l  changes, such as the  women's move­
ment, as the  reasons behind d ec l in ing  enrollments  in nursing schools  and 
the  cont inuing  nurse sho r tage .  These authors  point  out t h a t ,  as i n c r e a s ­
ing ly  d ive rse  c a re e r  o p p o r tu n i t i e s  a re  made a v a i l a b l e ,  fewer women choose 
to en te r  a f i e l d  such as nurs ing  when more p re s t ig io u s  and l u c r a t i v e  jobs 
a re  a v a i l a b l e  elsewhere. Some w r i te r s  ( e .g .  Wandelt, P ie rc e ,  and 
Widdowson, 1981a) suggest  t h a t  d i f f i c u l t i e s  inheren t  in the  job  o f  nursing 
can account  fo r  both the  shor tage  o f  nurses  and t h e i r  a t t r i t i o n .  Whether 
or  not t h i s  i s  t r u e ,  th e re  i s  l i t t l e  doubt t h a t  the  shortage in the f i e ld  
has been compounded by excess ive  tu rnover .
The high r a t e  of  a t t r i t i o n  among hosp i ta l  nurses  i s  well 
documented in the t echn ica l  l i t e r a t u r e  (American Nurses' Associa t ion,
1954, 1962; P r ice  and Mueller,  1981abc; Wandelt, Hales, Merwin, Olsson, 
Pierce ,  and Widdowson, 1980) and has been a to p ic  of  cons iderab le  
d ia logue in  the  t r a d e  jo u rn a l s  (Godfrey, 1978; Wolf, 1981) and in the 
media ( P r a t t ,  1982). P r ice  and Mueller (1981a) note t h a t  during the 
l a t e  1950 's and e a r ly  1960 's the  crude annual tu rnover  r a t e  fo r  hosp i ta l  
nurses was approximately f i f t y  percen t .  The American Nurses'  Associa t ion 
p laces  the  p resen t  na t iona l  average tu rnover  r a t e  a t  f o r ty  percent  
(Wolf, 1981), and the  National Health Care Management Center (1981) 
e s t im ates  t h a t  i t  ranges between t h i r t y - f i v e  and s ix ty  percen t .  The 
Center  a l so  found t h a t  new graduate  nurses  have an average length  of  s tay  
in hosp i ta l  jobs  o f  only e ig h t  to ten  months.
Although some degree of  turnover  i s  b e n e f ic ia l  and d e s i r a b le  
to an o rgan iza t ion ,  the  excess ive  r a t e  seen in nursing can have an impor­
t a n t  negat ive  impact upon the  a b i l i t y  of  a hosp i ta l  to  provide q u a l i t y
hea l th  ca re .  P r ice  and Mueller (1981a) and P r ice  (1977) l i s t  the  
following e f f e c t s  of  excessive  turnover :
(1) Attempts by the  hosp i ta l  system to maintain or  in c rease  o rgan iz ­
a t io n a l  e f f e c t iv e n e s s  and contro l  a r e  th re a ten ed .
(2) R ec ru i t ing ,  h i r i n g ,  t r a i n i n g ,  and superv is ing  replacement person­
nel i s  expensive;  r e c r u i t i n g  co s ts  a lone exceed $800, and adding 
the o the r  c o s t s ,  a hosp i ta l  must o f ten  spend $2,500-$3,000 to 
rep lace  a s in g le  r e g i s t e r e d  nurse (Wolf, 1981; National 
Associa t ion of  Nurse R ec ru i te r s ,  1980).
(3) Faced with rap id  tu rn o v e r ,  h o s p i t a l s  a r e  l e s s  ab le  and w i l l in g  
to  in v es t  in the  e s tab l ishm ent  o f  a l t e r n a t i v e  c a r e e r  t ra ck s  for  
nu rses ;  t h i s  in tu rn  fu e l s  tu rnove r .
(4) The degree o f  i n t e g r a t i o n  with in  the  o rg an iza t io n  and within  the 
work groups i s  g r e a t l y  reduced due to the  con t inual  d is ru p t io n  
o f  primary r e l a t i o n s h i p s  and group cohesion.
Society , the  h o s p i t a l ,  i t s  employees, and p a t i e n t s  would a l l  
b e n e f i t  from a reduct ion  of  nurse tu rnover .  Consequently, i n t e r e s t  in 
conducting research  in t h i s  area has been high. The na tu re  o f  the 
paradigms u t i l i z e d  in t h i s  r e search  are  now descr ibed .
Types of  Research Paradigms 
A review of  the l i t e r a t u r e  on tu rnove r ,  and on nurse turnover  
in p a r t i c u l a r ,  r evea ls  numerous s tu d ie s  of the  problem. The research 
designs  employed in these  s tu d ie s  can be c l a s s i f i e d  in to  four  major 
types:  (1) s ing le -su rvey ,  (2) in te rv e n t io n ,  (3) two-s tep  lo ng i tud ina l ,
and (4) repeated measures.  Table 1 i l l u s t r a t e s  t h i s  taxonomy with a 
sample of  s tu d ie s  which u t i l i z e  each paradigm. These s tu d i e s  are  drawn
p r im a r i ly ,  but not e x c lu s iv e ly ,  from the nursing l i t e r a t u r e ;  two works 
from general tu rnover  re search  are  included to  i l l u s t r a t e  more f u l l y  the 
manner in  which the  repeated  measures paradigm has been u t i l i z e d .  Because 
the design o f  a study determines the  na ture  o f  the  obtained  data  and 
consequent knowledge, i t  i s  ev iden t  t h a t  each paradigm can c o n t r ib u te  in 
some way to  our understanding o f  tu rnover .  However, the major types 
o u t l ined  above are  o f  varying s e n s i t i v i t y  to  the process events  which 
culminate in the  a c t  of  leav ing .  With t h i s  in mind, l e t  us now examine 
the r e l a t i v e  c o n t r ib u t io n s  o f  the  four  major methodological approaches 
to the study o f  tu rnove r .
Single-Survey Studies
The m a jo r i ty  o f  s tu d i e s  in the  area  o f  nurse tu rnover  employ a 
s in g le  m u l t i v a r i a t e  survey o f  p r a c t i c in g  nurses .  This i s  u su a l ly  a 
penc i l -and-paper  q u es t io n n a i re  which i s  mailed out  to  p a r t i c ip a n t s  and 
which a s se s se s  t h e i r  a t t i t u d e s  toward var ious  job f ace t s  such as working 
c o n d i t io n s ,  p ro fess iona l  autonomy, and s a l a r y .  Demographic items such as 
age and family  t i e s  a r e  a l s o  gathered in an e f f o r t  to d e l in e a te  m u l t ip le  
f a c to r s  a s so c ia t e d  with job d i s s a t i s f a c t i o n .  Single  survey s tu d ie s  a re  
based upon the  assumption t h a t  i f  c o r r e l a t e s  o f  d i s s a t i s f a c t i o n  can be 
i d e n t i f i e d ,  th e se  co n d i t io n s  can be changed by the  hosp i ta l  and tu rnover  
thereby reduced (Godfrey, 1978).
In one o f  the  more s o p h i s t i c a t e d  s in g le  surveys conducted in t h i s  
a r e a ,  Wandelt and co l leagues  (1980, 1981a, 1981b) c o l l e c te d  data from 
t h i r t y - f i v e  hundred p r o f e s s i o n a l l y  a c t i v e  and i n a c t iv e  nurses and supple ­
mented the  q u e s t io n n a i re  with group in te rv iew s .  The in terv iew s  gathered 
q u a l i t a t i v e  data  which e lab o ra ted  upon i s su es  addressed in the  q u es t io n ­
n a i r e .  The r e sea rc h e r s  sought to  determine reasons  behind both the
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shortage o f  hosp i ta l  nurses in Texas and t h e i r  high r a t e  o f  a t t r i t i o n .  
Wandelt organized the  r e s u l t s  o f  her study around a s t r u c tu r e -p r o c e s s -  
outcome model o f  hea l th  ca re  d e l iv e ry .  The s t r u c tu r a l  elements o f  a 
hea l th  i n s t i t u t i o n  a re  i d e n t i f i e d  by Wandelt as being those which comprise 
the con tex t  in which nursing care  i s  given. These include hosp i ta l  
p o l i c i e s ,  s t a f f i n g  p a t t e r n s ,  schedul ing ,  job ro le s  and o th e r s .  The 
process o f  nursing care  i s  def ined by Wandelt to  be those job elements 
which "def ine  the ro le  o f  the  nurse as a p ro fe s s io n a l" .  Here the 
re sea rchers  include nurse input  in to  po l icy  formulation and d e c i s io n ­
making, as well as the autonomy, r e c o g n i t io n ,  r e s p o n s i b i l i t y  and 
a u th o r i t y  accorded to  o th e r  p rofess iona l  d i s c i p l i n e s .  S t ru c tu re  and 
process i n t e r a c t  to determine q u a l i t y  o f  p a t i e n t  ca re .
D i s s a t i s f a c t io n  i s  sa id  to  a r i s e  when s t r u c t u r e  and process 
elements a re  poorly i n t e g ra te d  and the  outcome i s  poor p a t i e n t  ca re .  
S p e c i f i c a l l y ,  the  nurses  in Wandel t 's  study c i t e d  d i s s a t i s f a c t i o n  with 
i n c o n s i s t e n t  support  from a d m in i s t r a t iv e  personnel ,  lack o f  i n se rv ic e  and 
continuing education o p p o r tu n i t i e s ,  low s a l a r i e s ,  excessive paperwork, 
v a r iab le  work schedules ,  and an overa l l  lack  o f  support fo r  the  p ro fe s ­
s ional  r o le  o f  the  nurse .  Wandelt i d e n t i f i e d  a " p e r s i s t e n t  c o n f l i c t  
between hosp i ta l  a d m in is t r a t io n  and nurses in the perception o f  nurse 
p ro fess iona l i sm " .  She concluded t h a t  outmoded a d m in i s t r a t iv e  a t t i t u d e s  
and hosp i ta l  p o l i c i e s  ( s t r u c t u r e )  lead to  c o n s t r i c t i v e  job cond i t ions  
(process)  which prevent nurses  from providing q u a l i t y ,  profess ional  
hea l th  ca re .  Such cond i t ions  c o n t r ib u te  to nurses leaving h o s p i t a l s  and 
to nurses  leaving the  p ro fe s s io n .
Many o th e r  re se a rch e r s  have used the s in g le  survey methodology 
to c o l l e c t i v e l y  produce a long l i s t  o f  d e s c r ip t i v e  c o r r e l a t e s  l inked  in
8various  fashion to tu rnover .  Godfrey (1978) surveyed seventeen thousand 
nurses  and found t h a t  nurses f e l t  ambivalent about t h e i r  f i e l d ;  the  many 
aspec ts  o f  nursing t h a t  were f e l t  to  be q u i te  s a t i s f y i n g  were coun te r ­
balanced by many t h a t  were d i s s a t i s f y i n g .  Among the major s a t i s f a c t i o n s  
o f  the  p rofess ion  were (1) helping people in d i s t r e s s ,  (2) doing work t h a t  
was i n t e r e s t i n g  and s o c i a l l y  esteemed, and (3) meeting the i n t e l l e c t u a l  
cha l lenge .  The major d i s s a t i s f a c t i o n s  included (1) unsafe p rac t i c e s  such 
as dangerous u n d e rs ta f f in g  and t o l e r a t i o n  o f  incompetent nurses ,  (2) 
poorly t r a in e d  and i n d i f f e r e n t  l e ad e r sh ip  throughout  the  hosp i ta l  h i e r ­
archy ,  and (3) an inadequate flow o f  communication between l e v e l s .  A 
study by Power (1979) confirms the  f e e l in g s  o f  a lack o f  support from 
l ead e r sh ip  and excessive  paperwork found in previous  s tu d i e s .  Power's 
respondents  l i s t e d  job cond i t ions  t h a t  i n t e r f e r e d  with the  provis ion o f  
adequate p a t i e n t  care  as more o f  a problem than i n s u f f i c i e n t  pay. Studies  
by Jamal (.1981), Hughes (1979), and Myrtle and Robertson (1979) i d e n t i f i e d  
add i t iona l  f a c to r s  such as r o t a t i n g  work s h i f t s ,  team i d e n t i t y ,  and i n t e r ­
ac t io n  with superv iso rs .
Bea tty  and Kulisch (.1975) helped to  cod ify  the  l i s t  o f  c o r r e l a t e s  
by bu i ld ing  upon the  work o f  Po r te r  and S teers  (1973). In t h e i r  s tudy,  
Bea tty  and Kulisch used the  one-shot  survey to  i n v e s t i g a t e  four  areas  
t h a t  r e search  had ind ica ted  were r e l a t e d  to  job d i s s a t i s f a c t i o n  and t u r n ­
over in o th e r  f i e l d s .  These four  a reas  tapped (1) organiza t ion-wide  
f a c to r s  such as pay and promotion p o l i c i e s  and hosp i ta l  s i z e ,  (2) imme­
d i a t e  work environment f a c to r s  such as  superv is ion  and poor group 
i n t e r a c t i o n ,  (3) job con ten t  f a c to r s  such as r e p e t i t i v e n e s s  and autonomy, 
and (4) personal f a c to r s  such as age ,  t e n u re ,  i n t e r e s t s ,  and family 
r e s p o n s i b i l i t i e s .  The authors  measured a t o t a l  o f  four teen  v a r ia b le s  and
9c o r r e l a t e d  them with "propens i ty  to  leave"  which was the s e l f - r e p o r t e d  
dependent v a r i a b l e .  Together,  a l l  four teen  v a r i a b le s  accounted fo r  j u s t  
under f o r ty  percent  o f  the  v a r ian ce  in the  dependent v a r i a b l e .  The job 
con ten t  f a c to r s  comprised the  area  accounting fo r  most o f  the  explained 
va r iance .  The s t r e n g th  o f  the  Beatty  and Kulisch s tudy i s  t h a t  i t  
d i s t i n g u i s h e s  i t s e l f  from the  mainstream o f  s in g l e  survey s tu d ie s  by 
v i r t u e  o f  the  f a c t  t h a t  i t  i s  b u i l t  upon a we l l -de f ined  t h e o r e t i c a l  base 
and a t tempts  to  be p r e d i c t i v e .  Unfor tunate ly ,  the  one-shot design 
n e c e s s i t a t e s  the  use o f  a r e a d i l y  a v a i l a b l e  dependent v a r i a b le  such as 
s e l f - r e p o r t e d  "propens i ty  to  leave" r a t h e r  than actual  tu rnover .
The shortcomings o f  the  s in g le  survey methodology a re  t y p i f i e d  
in the  research  conducted by Wandelt and co l leagues .  As Lane, Mathews, 
and P re s th o ld t  (1981) po in t  out  in t h e i r  c r i t i q u e  o f  t h i s  work, the  study 
provides e x c e l l e n t  d e s c r i p t i v e  information about cond i t ions  a s so c ia ted  
with nurse a t t r i t i o n ,  but i t  s u f f e r s  from severa l  weaknesses.  Speci­
f i c a l l y ,  Wandel t 's  study f a i l s  to  (1) expla in  why some d i s s a t i s f i e d  
nurses leave while o th e r  d i s s a t i s f i e d  nurses s t a y ,  (2) provide a method 
by which to i d e n t i f y  p o te n t ia l  l e a v e r s ,  and (3) y i e ld  a p r e d i c t iv e  model 
o f  nurse tu rnover .  Lane, e t  a l . c o r r e c t l y  a t t r i b u t e  these  weaknesses to 
a d e f i c i e n t  methodology, and they conclude t h e i r  c r i t i q u e  by s t a t i n g  
t h a t  explanatory  and p r e d i c t iv e  power wil l  be increased  only through the 
use o f  a lo n g i tu d in a l  p r e d i c t iv e  design t h a t  c o r r e l a t e s  an tecedent  data  
gathered on an incumbent popula tion with l a t e r  tu rnover  in t h a t  popula­
t i o n .  The design endorsed by Lane, e t  a l . can be found in Table 1 and 
wil l  be d iscussed in g r e a t e r  d e t a i l  below.
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In te rven t ion  Studies
Studies  which d i r e c t l y  a t tempt  to  reduce a t t r i t i o n  d i f f e r  from 
s in g le  survey s tu d ie s  in both methodology and in what they  c o n t r ib u te  to 
our understanding o f  tu rnove r .  In te rv en t io n  s tu d ie s  such as those in 
Table 1 a t t a c k  var ious  f a c e t s  o f  job d i s s a t i s f a c t i o n  by a l t e r i n g  some 
aspect  o f  the work or working co n d i t io n s .  Job s a t i s f a c t i o n  and turnover  
a re  u sua l ly  assessed  in fo rm al ly  before and a f t e r  the  i n te rv e n t io n .  Changes 
in the  dependent v a r i a b le  a r e  t y p i c a l l y  a t t r i b u t e d  to  the  ac t io n  o f  the 
in te rv e n t io n  program, al though l i t t l e  e f f o r t  i s  u su a l ly  made to a sse s s  or  
control  fo r  r e l e v a n t  extraneous v a r i a b l e s .  In te rv en t io n  s tu d ie s  a re  by 
nature  l o n g i tu d in a l ;  however, they a re  d i s t in g u ish e d  in Table 1 from o th e r  
long i tud ina l  designs  by v i r t u e  o f  t h e i r  p r in c ip a l  purpose and s a l i e n t  
c h a r a c t e r i s t i c  which i s  the  t e s t i n g  o f  an i n te rv e n t io n  program.
Studies  which address  working cond i t ions  within h o s p i t a l s  include 
those  o f  Buys (.1981) and Sobiech and Weiss (1980). According to Buys, 
several  h o s p i t a l s  in southern C a l i fo rn ia  have provided nurses with g r e a t e r  
autonomy and control  over p o l i c i e s ,  schedul ing ,  and continuing education.  
Child ca re  se rv ices  and bonus pay fo r  unscheduled work have a lso  been made 
a v a i l a b l e .  Those changes have ap p a ren t ly  r e s u l t e d  in decreased nurse t u r n ­
over and fewer job vacanc ies .  Along s im i l a r  l i n e s ,  Sobiech and Weiss 
r e p o r t  t h a t  a l t e r a t i o n s  in scheduling and f in a n c ia l  incen t ives  have d r a s ­
t i c a l l y  reduced the  problem o f  r e t e n t io n  in a medical c en te r  in Burbank, 
C a l i fo rn ia .  Nightduty nurses  can now work seventy-two hours each pay 
per iod ,  rece ive  pay fo r  e ig h ty  hours ,  and have every o th e r  weekend o f f .
This type o f  wage and schedul ing innovation has enabled the  hosp i ta l  to 
enjoy the lowest turnover  r a t e  in C a l i fo rn ia  and a wai t ing  l i s t  fo r  n ight  
duty.
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The National Health Care Management Center desc r ibes  programs in 
Arizona (Moore, 1979) and in I l l i n o i s  (Araujo, 1980) t h a t  a t t a c k  turnover  
from the  perspec t ive  o f  p rofess iona l  development.  Moore's program in 
Tucson e s ta b l i s h e d  a c a ree r  path fo r  nurses which allowed them to  progress  
through th re e  l e v e l s  o f  c l i n i c a l  nursing p o s i t i o n s .  Within the  f i r s t  s ix  
months o f  the  program, s t a f f  nurse tu rnover  had f a l l e n  from f i f t y - n i n e  to 
twenty-nine  p e rcen t .  Although Moore emphasizes the  e f f e c t  o f  the ca ree r  
path ing upon a t t r i t i o n ,  changes in o th e r  f a c to r s  ( e . g . ,  job s t r u c t u r e )  
could a l so  account  fo r  the reduced tu rnove r .  In Chicago, Araujo i n i t i a t e d  
a program which allowed s t a f f  nurses  more input  in to  i s sues  concerning 
them. Nurses a c t i v e l y  p a r t i c ip a t e d  in planning and in decis ion-making.
The hosp i ta l  subsequently  exper ienced a s i g n i f i c a n t  decrease  in the  number 
o f  RN te rm in a t io n s .  S im i lar  r e s u l t s  were obta ined  in o th e r  programs 
(Giles  and Reuter ,  1981) designed to in c rease  p ro fess iona l  p a r t i c ip a t i o n  
by nurses in the  management o f  t rea tm en t  i s s u e s .
Other f a c to r s  addressed in in t e rv e n t io n  s tu d ie s  include morale 
and disconfirmed job e x p ec ta t io n s .  Sata and Shenning (1968) conclude th a t  
a s e r i e s  o f  sm al l ,  d id a c t i c  t r a i n i n g  groups fo r  p s y c h ia t r i c  nurses improved 
morale and consequently  decreased tu rnover  r a t e s .  Consolvo (1979) found 
t h a t  the  e s tab l ishm ent  o f  small support  groups,  designed to  deal with 
nurse  s t r e s s ,  had a p o s i t i v e  impact upon r e t e n t io n  o f  s t a f f  in a newborn 
in te n s iv e  ca re  u n i t .  Roell (1981) u t i l i z e d  an in t e rn s h ip  program to 
o r i e n t  newly graduated nurses to  the  hosp i ta l  environment and th e re fo re  
reduce the  number o f  new employees who leave  due to unmet job ex p ec ta t io n s .  
A " b ic u l tu r a l  t r a in in g "  program was shown to  be a s im i l a r  c o s t - e f f e c t i v e  
way o f  eas ing new graduates  in to  the  work world (Holloran,  Mishkin, and 
Hanson, 1980; Schmalenberg and Kramer, 1979). " B ic u l tu ra l "  programs pa i r
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new s t a f f  with more experienced nurses and promote the  a c q u i s i t i o n  o f  
r e a l i s t i c  expec ta t ions  by both, members o f  the dyad. F in a l ly ,  Seybolt 
and Walker (1980) demonstrated the value  o f  a survey feedback in te rv e n t io n  
with hosp i ta l  nurses .  Although p o s t - in te rv e n t io n  measures a re  not p rov i ­
ded, the authors  a s s e r t  t h a t  the p ro je c t  r e su l te d  in a cons iderab le  reduc­
t io n  of  the $425,000 t h a t  nurse turnover  was cos t ing  the  hosp i ta l  each year .
As mentioned e a r l i e r ,  the  m a jo r i ty  o f  in te rv e n t io n  s tu d ie s  on 
nurse turnover  a re  poorly  c o n t ro l l e d  and incompletely repo r ted .  Pre- and 
p o s t - in t e rv e n t io n  measures a re  usua l ly  informal ( i f  even t ak en ) ,  and r e l e ­
vant extraneous v a r i a b le s  a r e  rampant.  Although most s tu d ie s  lack ex p e r i ­
mental s o p h i s t i c a t i o n ,  the  in te rv e n t io n  paradigm is  q u i te  va luable  to the 
s tudy o f  nurse tu rnover .  Our understanding o f  the  problem i s  g r e a t ly  
increased i f  v a r i a b l e s ,  which have been found in c o r r e l a t i o n a l  s tu d ie s  to 
be r e l a t e d  to tu rnove r ,  can be in d iv id u a l ly  manipulated to  reduce a t t r i ­
t i o n .  Arguments fo r  the causal involvement of  t h a t  v a r ia b le  a re  subse­
quent ly  more j u s t i f i a b l e ,  and the  condi t ions  and i n t e r a c t io n s  to which 
t h a t  v a r i a b le  i s  su b jec t  may now be i d e n t i f i e d  with g r e a te r  c e r t a i n t y .
Two-Step Longitudinal S tudies
A t h i r d  type o f  paradigm found in nurse turnover  research  i s  the 
two-step  lo n g i tud ina l  s tudy .  In t h i s  des ign ,  a s in g le  survey o f  incumbent 
nurses i s  taken to ga ther  data  on a v a r i e t y  o f  v a r i ab le s  bel ieved to  be 
r e l a t e d  to  tu rnove r .  The c r i t e r i o n  ( turnover)  data  a re  c o l l e c te d  a f t e r  a 
t ime in te rv a l  o f  severa l  months, and c o r r e l a t i o n s  between antecedents  and 
a t t r i t i o n  a re  then der ived .  The two-step study i s  the design ty p ica l  in 
general tu rnover  research  (Mobley, 1982) but i s  only l a t e l y  becoming a 
common paradigm in nursing r e sea rch .  The s t ren g th  o f  the  two-step design
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i s  t h a t  the  "snapshot" of  f a c t o r s  p resen t  p r io r  to  tu rnover  enable 
r e se a rc h e r s  to  compare the job c h a r a c t e r i s t i c s ,  working condi t ions ,  and 
a t t i t u d e s  o f  nurses who leave the hosp i ta l  with those who remain. The 
advantages of  t h i s  methodology over t h a t  o f  the  s ing le - su rvey  study are 
obvious; not only can actual  turnover  be used as the  dependent v a r iab le ,  
but p r e d i c t iv e  models of  tu rnover  can be cons truc ted  and te s t e d ,  as wel l .  
The two-step  paradigm places  g r e a t e r  emphasis upon the temporal dimension 
of tu rnover  than do the s in g le  survey and in te rv e n t io n  des igns .  This 
somewhat allows us to perceive  turnover  as being a process co n s is t in g  
of events  leading up to the  a c t  of  leaving .  As in d ica ted  in Table 1, the 
th re e  major models of  nurse turnover  a re  based upon the two-step  design.
Walek (1979) employed t h i s  paradigm to  i n v e s t ig a t e  the  r e l a t i o n ­
sh ip  between locus o f  contro l  and a t t r i t i o n .  Measures o f  nurse c h a r a c t e r ­
i s t i c s  and measures o f  perceived o rgan iza t iona l  c h a r a c t e r i s t i c s  were 
c o r r e l a t e d  with subsequent tu rnover .  An in te rn a l  locus o f  contro l  was 
found to  be p o s i t i v e l y  r e l a t e d  to  higher  l e v e l s  o f  job s a t i s f a c t i o n ,  and 
job s a t i s f a c t i o n  was more s t ro n g ly  c o r r e l a t e d  with tu rnover .  Furthermore, 
nurses  perceiv ing  the  hosp i ta l  "h ie ra rchy  o f  a u th o r i ty "  as being highly 
c o n t r o l l i n g  had odds o f  s tay ing  with the  hosp i ta l  o f  four to one, whereas 
nurses perce iv ing  low control  had s tay ing  odds o f  tw enty- th ree  to one. 
Walek concludes t h a t  her study supports  o th e r  l i t e r a t u r e  in the  f i e l d  
which i n d i c a t e  t h a t  nurses want more autonomy and more p a r t i c i p a t i o n  in 
decis ion-making (Wandelt, e t  a l . ,  1980; White, 1980). Sheridan and 
Vredenburgh (1978) used a two-step design to p r e d ic t  te rmina t ions  of  
s t a f f  nurses  from a p r io r  measure (LBDQ) o f  t h e i r  head nu rses '  l eadersh ip  
s t y l e .  The authors  found perceived leade r  co n s id e ra t io n  behaviors  to be 
n eg a t ive ly  c o r r e l a t e d  with turnover  and perceived i n i t i a t i n g  s t r u c t u r e  to
14
be p o s i t i v e ly  r e l a t e d .  Although the f ind ings  o f  Walek, Sheridan and 
Vredenberg a re  not without importance, the use o f  m u l t ip le  r e l e v a n t  a n t e ­
cedents makes a more va luab le  co n t r ib u t io n  to the  understanding o f  nurse 
turnover .
A study by Pr ice  and Mueller (1981b) i l l u s t r a t e s  the use o f  
m ul t ip le  an tecedents  in a long i tud ina l  design.  The authors  used an ex ten ­
s ive  ques t ionna i re  in an a t tempt  to  develop an in c lu s iv e  explanatory  model 
o f  nurse turnover  (Figure 1 ) .  Over one thousand nurses in seven, s h o r t ­
term general h o s p i t a l s  were surveyed on t h i r t e e n  o rgan iza t iona l  and non- 
o rgan iza t iona l  v a r ia b le s  including  job s a t i s f a c t i o n  and in t e n t  to s tay  on 
the job .  Fourteen months l a t e r ,  P r ice  and Mueller determined which o f  the  
nurses in the  sample had v o l u n t a r i l y  res igned  and then analyzed the  a n t e ­
cedent i n t e r r e l a t i o n s h i p s  and the r e l a t i o n s h i p  between the  an tecedents  and 
the  c r i t e r i o n .  Results  o f  t h i s  s tudy led  Pr ice  and Mueller to propose 
t h e i r  causal model o f  nurse tu rnover  which i s  d iscussed in d e ta i l  below.
The two-step  lo n g i tud ina l  paradigm was a lso  appl ied  s p e c i f i c a l l y  
to i n v e s t i g a t e  the c o g n i t iv e  and behavioral l inkages  between job d i s s a t i s ­
fac t io n  and tu rnover  in a s tudy by Mobley, Horner and Hollingsworth
(1978). The study was not  designed s o le ly  f o r  nurses ,  however, but 
included hosp i ta l  employees from se rv ice ,  t e c h n i c a l ,  and c l e r i c a l  
p o s i t io n s ,  as w el l .  Measures of  age, tenure,  p ro b a b i l i t y  of f ind ing  an 
acceptable  a l t e r n a t i v e  job, job s a t i s f a c t i o n ,  thoughts  of  q u i t t i n g ,  
in t e n t io n  to  search fo r  a l t e r n a t i v e  jobs and in te n t io n  to s tay  or q u i t  
were gathered one year  p r i o r  to tu rnover  da ta .  This study served as the  
bas is  fo r  an abbrev ia ted  vers ion  of  the Mobley, G r i f f e th ,  Hand, and 
Meglino model of  tu rnover  (1979). Subsequent r e p l i c a t i o n s  of t h i s  model 
(M i l le r ,  Katerberg, and Hulin, 1979; Michaels and Spector,  1982) have
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also  u t i l i z e d  the  two-step paradigm. Like the P r ice  and Mueller  model, 
Mobley's abbrevia ted  model (Figure 2) i s  d iscussed  more f u l l y  below.
A f in a l  example of  the two-step  paradigm in nursing research  
can be found in the work o f  Lane, Mathews, and P re s th o ld t  (1981). Here 
the au thors  have appl ied  co n s t ru c t s  developed by Fishbein and Ajzen (1975) 
to the  problem of  nurse a t t r i t i o n .  Lane, e t  a l . propose to  t e s t  the 
causal paths  from " d i s t a l  v a r iab le s"  through withdrawal cogn i t ions  to 
tu rnover .  In t h i s  model, the  " d i s t a l  v a r iab le s"  are  a c t u a l l y  o rgan iza­
t io n a l  and non-organ iza t ional  f a c to r s  which previous  in te rv iew s  and a 
review of  the  l i t e r a t u r e  i d e n t i f y  as r e le v a n t  to nu rses '  dec is ions  to 
leave or  remain with the  h o s p i t a l .  Such v a r ia b le s  a re  theo r ized  to be 
r e l a t e d  to b e l i e f s  concerning the consequences of leaving  o r  s tay ing  and 
soc ia l  p ressu re  to leave o r  s tay .  These b e l i e f s  in tu rn  determine 
a t t i t u d e s  toward the  a c t  which d i r e c t l y  in f luence  a n u r s e ' s  in t e n t io n  to 
leave or  s tay .  The power of  i n te n t io n s  to p r e d i c t  subsequent a t t r i t i o n  
i s ,  o f  course,  well documented in nursing research  (Mobley, e t  a l . ,  1978; 
P r ice ,  1981b). Although support  f o r  c a u s a l i ty  has a l ready  been acquired  
on some of  the model 's  paths  from research  ou ts ide  of  nursing (Fishbein,
1980), v a l id a t io n  of  t h i s  model f o r  nurse tu rnover  w i l l  provide the 
f i e l d  with  a process  model q u i t e  s trong in p r e d i c t iv e  and explanatory  
power. The paradigm suggested by Lane, e t  a l . fo r  the  v a l id a t io n  of  the  
Fishbein model i s  the  two-step long i tud ina l  paradigm.
The two-step paradigm i s  the  most s o p h is t i c a t e d  research  design 
p re sen t ly  in use and i s  the  dominant method by which causal models o f  
turnover  a re  developed. As shown above, t h i s  design i s  a vas t  improvement 
over the s in g le  survey and in te rv e n t io n  approaches , but i t  i s  not without  
i t s  weaknesses. In his  r e c e n t  a r t i c l e ,  Mobley (1982) c r i t i c i z e s  i t  for
i t s  i n s e n s i t i v i t y  to the dynamism o f  the turnover  process .  Mobley points  
out  t h a t  the s t a t i c  nature  o f  t h i s  paradigm f a i l s  to  record  change, feed­
back, and i n t e r a c t io n  between key v a r i a b le s  over t ime.  C e r ta in ly  not a l l  
job  incumbents wil l  be a t  th e  same poin t  in the tu rnover  process  when the  
i n i t i a l  survey i s  taken ,  and i t  i s  c l e a r  than an i n d i v i d u a l ' s  percept ions  
and a t t i t u d e s  are  l i k e l y  to  change in many ways p r io r  to c o l l e c t i o n  o f  the  
c r i t e r i o n  d a ta .  Mobley i s  c o r r e c t  in his  a s s e r t i o n  t h a t  the  two-step de­
sign "misses the bulk of  the  process  involved in tu rn o v e r . "  For ins tance ,  
a l l  c u r re n t  models o f  nurse tu rnover  (Table 1) a r e  u n i d i r e c t i o n a l ,  and 
although feedback loops may e x i s t  between an teceden ts  such as job s a t i s ­
f ac t io n  and success o f  search (Mobley, 1982), the  two-step  design cannot 
d e t e c t  them. The "snapshot" methodology l i m i t s  our a b i l i t y  to watch the 
process  unfold and places c o n s t r a i n t s  upon our f u r t h e r  understanding o f  
tu rnover .
Repeated Measures Studies
Repeated measures methodology, which permits  the systematic  
observa t ion  o f  change over t ime,  has been employed fo r  q u i te  some time 
in the  b io l o g i c a l ,  s o c i a l ,  and physica l s c ie n c es .  However, a review o f  
the  l i t e r a t u r e  revea ls  remarkably few s tu d ie s  which apply t h i s  paradigm 
to  turnover  in any occupat ion .  Mobley (1982) recommends measures such 
as "m ul t ip le  surveys ,  employee d i a r i e s ,  repeated  o b s e rv a t io n s ,  and 
researcher-employee i n t e r a c t i o n  on a cont inuing  or  r eg u la r  bas is"  as 
po ss ib le  a l t e r n a t i v e s  to  p re sen t  inadequate measures.  He notes  t h a t  in 
the  general turnover  l i t e r a t u r e ,  the  works o f  P o r t e r ,  Crampon, and Smith
(1976) and Graen and Ginsburgh (1977) a re  two such e f f o r t s  to u t i l i z e  
p r o c e s s - s e n s i t i v e  paradigms.
P o r te r ,  Crampon, and Smith (1976) s tud ied  the  r e l a t i o n s h i p
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between o rg an iza t iona l  commitment and tu rnover  o f  managerial t r a in e e s  in a 
merchandising f irm. The r e sea rch e rs  followed each t r a in e e  from the  f i r s t  
day on the  job through f i f t e e n  months a t  work. A b r i e f  a t t i t u d e  measure 
was adminis tered  a t  Day 1, Week 2, and Months 2, 4,  6 , 9, 12 and 15. Data 
from th ese  e ig h t  measures in d ica ted  a marked d ec l in e  in commitment p r io r  
to a t r a i n e e  v o l u n t a r i l y  leav ing  the  o rg a n iza t io n .  The au thors  conclude 
t h a t  most vo lun ta ry  tu rnover  occurs  following a "complex i n t e r p l a y  between 
a t t i t u d e s ,  t e n t a t i v e  d ec is ions  and fi rm d e c i s io n s " ,  and they d iscuss  the  
need to  in c rease  the  use o f  the  repea ted  measures design in order  to 
explore  t h i s  p rocess .  S im i l a r ly ,  th e r e  i s  a need to i n v e s t i g a t e  po ss ib le  
d isadvan tages ,  such as s u b je c t  r e a c t i v i t y ,  t h a t  may be in h e ren t  in the  r e ­
peated  measures design.  P o r te r ,  e t  a l . a l so  po in t  out t h a t  the  " c r i t i c a l  
events" in the  employee's work l i f e  which i n i t i a t e  the  tu rnover  process  
have y e t  to be i d e n t i f i e d .
The purpose o f  Graen and Ginsburgh's (1977) s tudy was to in v es ­
t i g a t e  the  in f luence  o f  employee r o le  o r i e n t a t i o n  and employee acceptance 
by lead e r  upon job percep t ions  and r e s i g n a t i o n s .  C le r ica l  employees with 
approximately  four  years  tenu re  responded to  an in te rv iew  and a q u es t io n ­
n a i r e  adminis te red  s ix  months a p a r t .  Data on subsequent tu rnover  and 
promotions were c o l l e c t e d  two years  a f t e r  the  i n i t i a l  in te rv iew .  The 
au thors  found t h a t  both r o l e  o r i e n t a t i o n  and acceptance by lead e r  i n f l u ­
enced tu rn o v e r ;  those  employees who were low on l e a d e r  and ro le  a t t a c h ­
ments had a g r e a t e r  l i k e l ih o o d  o f  re s ign ing .  Although Graen and Ginsburgh 
took two s e t s  of  measures p r i o r  to c o l l e c t i n g  the  c r i t e r i o n  data ,  the 
au thors  s t a t e  t h a t  the f i r s t  s e t  of  measures ( in te rv iew s)  was in f a c t  a 
p i l o t  study f o r  the  second s e t  ( q u e s t io n n a i r e s ) .  Since the  r e sea rch e rs  
did not r e p e a t  i d e n t i c a l  measures o f  the  v a r i a b le s  o f  i n t e r e s t ,  t h i s  study
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i s  not a c tu a l ly  congruent with  the  method o r  purpose of  the repeated 
measures paradigm.
The so le  example o f  t h i s  paradigm in nurs ing  research  i s  a study 
conducted by Weisman, Alexander, and Chase (1979). Here the  research  
problem was to i d e n t i f y  the determinants  o f  nurse d i s s a t i s f a c t i o n  and 
tu rnover .  The authors  c o l l e c t e d  informat ion on d iv e rse  o rgan iza t iona l  
and nurse c h a r a c t e r i s t i c s  th re e  times over a twelve month per iod.  The 
purpose of  employing a repeated  measures paradigm here was to improve 
upon data  obta ined from th e  more common s in g le - su rv ey  design.  S tructured  
personal in terv iews,  r e p o r t s  from head nurses,  and h o sp i ta l  documents 
were u t i l i z e d  as sources of  data  on nurses '  demographic c h a r a c e r i s t i e s ,  
u n i t  s t r u c tu r e s ,  percep t ions  of  job and u n i t ,  and reasons f o r  res ign ing .
The authors  v a l id a te d  p r io r  s tu d ie s  by f ind ing  evidence o f  a 
causal sequence in which independent v a r ia b le s  such as work autonomy 
precede job s a t i s f a c t i o n ,  i n t e n t i o n s ,  and eventual tu rnove r .  As we shall  
see ,  t h i s  data  i s  suppor t ive  o f  s im i la r  s a t i s f a c t io n - b a s e d  models o f  tu r n ­
over proposed by Pr ice  and Mueller (1981b) and Mobley, Horner,  and 
Hollingsworth (1978). Weisman, e t  a l . emphasize t h a t  n u r se s '  percept ions  
o f  t h e i r  working cond i t ions  a re  more important dete rminants  o f  job s a t i s ­
fac t io n  than demographic or  job s t r u c t u r e  c h a r a c t e r i s t i c s .  Furthermore, 
t h e i r  f indings  in d ic a te  t h a t  the  m a jo r i ty  o f  re s ig n in g  nurses a re  not 
leaving  the  p rofess ion  but r a t h e r  a re  moving l a t e r a l l y  in to  o the r  c l i n i c a l  
po s i t io n s  which appear to o f f e r  g r e a t e r  o ppor tun i ty .  The r e s u l t s  o f  
s tu d ie s  u t i l i z i n g  o th e r  paradigms, such as those  by Wandelt, e t  a l . and 
Pr ice  and Mueller ,  a re  r e p l i c a t e d  here.
U nfortuna te ly ,  Weisman and her co l leagues  stopped sho r t  o f  using 
the repeated measures paradigm to  i t s  f u l l  advantage.  S p e c i f i c a l l y ,  one
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populat ion was not followed across  the  twelve months on the same s e t  o f  
v a r i a b l e s .  Only a subse t  o f  Weisman's t o t a l  sample co n t r ib u ted  data to 
a l l  th re e  o f  the  measures taken ,  and only  changes in the  r e l a t i v e l y  weak 
demographic and s t r u c t u r a l  v a r ia b le s  were t racked across  time.  Changes 
in job s a t i s f a c t i o n  and percep t ions  o f  working cond i t ions  were not 
a s se s sed ,  d e s p i t e  the  f a c t  t h a t  these  v a r iab le s  p red ic ted  the  c r i t e r i a  
most s t ro n g ly .
As t h i s  paradigm review has shown, the  few s tu d ie s  which have 
u t i l i z e d  dynamic paradigms e i t h e r  do not deal with m u l t ip le  v a r i a b le s  or 
a re  s e r i o u s ly  l im i ted  by methodological weaknesses.  The numerous s tu d ie s  
which have employed s t a t i c  paradigms cannot ,  as Mobley has pointed o u t ,  
hope to i n v e s t ig a t e  turnover  as a process .  Important information concern­
ing process  events  would be generated by a study designed to  d i r e c t l y  
address  such i s s u e s .  With t h i s  in mind, l e t  us now examine the  two 
models of  nurse tu rnover .
Models o f  Nurse Turnover 
The Pr ice  and Mueller Model
U t i l i z in g  a two-s tep  long i tud ina l  paradigm, Pr ice  and Mueller 
(1981b) i n v e s t ig a te d  the  r e l a t i o n s h i p s  between o rgan iza t iona l  and non- 
o rg an iza t io n a l  v a r i a b le s  and the  vo lun ta ry  turnover  o f  nurses .  The 
authors  t e s t e d  a p r e d i c t iv e  model (Figure 1 ) ,  which o r ig i n a t e s  with 
eleven gener ic  f a c to r s  and proceeds success ive ly  through job s a t i s f a c t i o n ,  
i n t e n t  to  s t a y ,  and tu rnove r .  All eleven generic  determinants  were drawn 
p r im ar i ly  from research  o u t s id e  o f  nursing and were based upon P r i c e ' s
(1977) sy n th es is  o f  t h a t  l i t e r a t u r e .  The au thors  sought to include in 
the  model only determinants  t h a t  would expla in  the numerous c o r r e l a t e s
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of  tu rnove r  found in previous r e sea rch ;  hence, the  exclusion of f a m i l i a r  
v a r ia b le s  such as age and tenure .
Opportunity ^  
Rout in iza t ion
P a r t i c ip a t io n
Instrumental
Communication
In te g ra t io n
Job
S a t i s f a c t i o n
In te n t  
to StayPay Turnover
D is t r i b u t iv e
J u s t i c e
Promotional
Opportunity
Professional  ism
Generalized 
Training
Kinship
Responsibil  i t y
Figure 1. The Pr ice  and Mueller model o f  nurse tu rnover .
The r e s u l t s  obta ined  in t e s t i n g  t h i s  model were somewhat d i s a p ­
po in t ing .  Most o f  the  determinants  were not found to be s t ro n g ly  r e l a t e d  
to tu rnove r ,  and support  f o r  the  causal paths can only be c h a rac te r ized  
as "mixed". Cons is ten t  with the  f ind ings  o f  Mobley and o th e r s ,  the e f f e c t  
o f  job s a t i s f a c t i o n  upon tu rnover  was through i n t e n t  to s tay .  Behavioral 
in te n t io n  was found to have the  g r e a t e s t  ove ra l l  impact upon turnover  
behavior.  Job s a t i s f a c t i o n  was however an important  mediator between the 
determinants  and the  c r i t e r i o n .  In a d d i t i o n ,  the  p r inc ipa l  c o n t r ib u to r s
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to job s a t i s f a c t i o n  were degree o f  r o u t i n i z a t i o n ,  inst rumental  communic­
a t i o n ,  promotional o p p o r tu n i ty ,  and p a r t i c ip a t i o n  in d e c i s io n s .  Despite 
the  r e s e a r c h e r s '  a t tempts  to  overcome a lack  o f  inc lus iveness  observed in 
o the r  t h e o r e t i c a l  models,  th e  Pr ice  and Mueller model only accounted fo r  
e ighteen percent  o f  the  va r iance  in the  c r i t e r i o n .
Unfor tunate ly ,  P r ice  and M uel le r ' s  study was d e f i c i e n t  in sever­
al r e sp e c t s  and the model consequently  possesses l i t t l e  p r e d ic t iv e  power. 
Lane, e t  a l . (1981) poin t  out  th re e  d e f i c i e n c i e s  t h a t  have to do more with 
the  mechanics o f  the  study than with the model i t s e l f .  D ef ic ienc ies  c i t e d  
by Lane a re  as fo llows:
(1) The eleven "determinants"  in the model were global 
v a r i a b le s  der ived  from P r i c e ' s  review o f  general 
tu rnover  re sea rch  r a t h e r  than from p r io r  nursing 
s tu d i e s .  They a re  consequently  unable to a c c u ra te ly  
p r e d ic t  nurse  tu rnover .
(2) Many o f  the  items in Pr ice  and M uel le r ' s  ques t ion ­
n a i r e  may be r e l e v a n t  to  employees in i n d u s t r i a l  
s e t t i n g s ,  but they were not r e l e v a n t  to nurses .
(3) The sample o f  nurses  surveyed by the i n v e s t ig a to r s  
was not r e p r e s e n t a t i v e  o f  the  nurse popula t ion.
Education and t r a in i n g  l e v e l s  in the  sample were 
a t y p i c a l .
Lane, e t  a l . a t t r i b u t e  t h i s  model 's  low level  o f  explained va r iance  to 
these  th re e  d e f i c i e n c i e s .  Despite the  l i m i t a t i o n s  within the  s tudy ,
Pr ice  and M ue l le r ' s  re sea rch  r e p re sen ts  a d e f i n i t e  improvement over p re ­
vious re search  in nurs ing .  I t  p re se n t ly  s tands as the  only em p i r ic a l ly  
v a l id a te d  model developed fo r  the  purpose o f  expla in ing  and p red ic t in g
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nurse turnover .
The Mobley "Linkage" Model
The second model of  turnover  emerges from Mobley's e f f o r t s  
(1977, 1978, 1979) to  d e l in e a te  the  manner in which an ind iv idua l  reaches 
the d ec is ion  to re s ign .  In view of  Locke's (1976) r e p o r t  o f  c o n s i s t e n t ly  
low s a t i s f a c t i o n - t u r n o v e r  c o r r e l a t i o n s ,  Mobley (1977) proposed several  
co g n i t iv e  and behavioral c o n s t ru c t s  " l ink ing"  job s a t i s f a c t i o n  and tu rn ­
over.  These co n s t ru c t s  include thoughts  of  q u i t t i n g ,  thoughts  of 
searching  fo r  an a l t e r n a t i v e  job ,  in t e n t io n  to search, search behavior,  
eva lua t ion  of  a l t e r n a t i v e s ,  and in te n t io n  to  q u i t .  As Mobley po in ts  out, 
the idea  o f  such l inkages  i s  c o n s i s t e n t  with the  previous t h e o r e t i c a l  
work o f  March and Simon (1958), Fishbein (1967), and Locke (1968, 1976).
As mentioned previously ,  Mobley, Horner, and Holl ingsworth
(1978) t e s t e d  a s im p l i f i e d  l inkage model (Figure 2) by u t i l i z i n g  hosp i ta l  
employees from nursing,  s e rv ic e ,  t e c h n ic a l ,  and c l e r i c a l  p o s i t i o n s .  The 
e f f e c t s  of t r a d i t i o n a l  turnover  c o r r e l a t e s ,  such as age, tenure ,  and 
s a t i s f a c t i o n ,  as well as l in k in g  c o n s t ru c t s  were examined in  a two-step 
lo n g i tu d in a l  paradigm. Resul ts  o f  t h i s  s tudy confirmed the au th o r s '  
ex pec ta t ions  t h a t  thoughts  and in te n t io n s  mediate the  in f luence  of  job 
s a t i s f a c t i o n  upon tu rnover .  In te n t io n  to q u i t  was the  only co n s t ru c t  
found to  e x e r t  a s i g n i f i c a n t  d i r e c t  e f f e c t  upon the  c r i t e r i o n .  This i s  
q u i t e  s im i l a r  to  r e s u l t s  from Pr ice  and M u e l le r ' s  (1977) work discussed 
e a r l i e r .  Unlike P r ice  and Mueller,  however, Mobley found t h a t  opportu­
n i t y  f o r  a l t e r n a t i v e  employment acted upon " th ink ing  o f  q u i t t i n g "  r a th e r  
than d i r e c t l y  upon tu rnover .
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Qui t t ing
Age/Tenure In te n t io n  toSearch ' r
•Intention to 
Quit /S tay
P ro b a b i l i ty  o f  Finding 
an Acceptable A l te rn a t iv e 1 Quit/  Stay
Figure 2. The Mobley " linkage"  model o f  nurse tu rnover .
In g e n e ra l ,  the  abbrev ia ted  Mobley model o f f e r s  cons ide rab ly
g r e a t e r  explanatory  and p r e d i c t iv e  power than does the Pr ice  and Mueller 
model. In i t s  f i r s t  t e s t  (Mobley, 1978) , the  model explained twenty-s ix  
percent  o f  the  var iance  in tu rnove r .  M i l l e r ,  Katerburg, and Hulin (1979) 
subsequently  app l ied  the  model to  samples undergoing s i g n i f i c a n t l y  g r e a te r  
turnover  and found t h a t  the model accounted fo r  approximately f i f t y - f i v e  
percen t  o f  th e  v a r ian ce .  The improved expla ined  var iance  may not only be 
due to  l e s s  r e s t r i c t i o n  o f  c r i t e r i o n  var iance  but a l so  due to the  c o l l a p ­
s ing o f  the  seven model v a r i a b le s  in to  four more general c o n s t ru c t s :
(1) job s a t i s f a c t i o n ,  (2) c a ree r  m o b i l i ty ,  (3) withdrawal c o g n i t io n s ,  
and (4) tu rnove r .
produced s t rong  support  f o r  the view t h a t  turnover  i s  a temporal process 
o f  events  and cogn i t ions  which culminate  in the a c t  of leav ing .  Since 
both the  P r ice  and Mueller and Mobley, e t  a l . models of turnover  
e x p l i c i t l y  acknowledge process  events ,  and because the  models d i f f e r  
s i g n i f i c a n t l y  in the d e t a i l i n g  of  t h a t  p rocess ,  a comparison of the two 
wi th in  a dynamic paradigm w i l l  be of  i n t e r e s t .
The work o f  process  t h e o r i s t s  such as Mobely, e t  a l .  has
The Present  Research
24
Origin and Purpose
The p re sen t  study sought to t e s t  Mobley's (1982) hypothesis  t h a t  
a dynamic experimental paradigm i s  necessary in o rde r  to advance our under 
s tand ing  o f  the c o g n i t iv e  and behavioral process which precedes tu rnover.  
As a review o f  the  l i t e r a t u r e  has shown, very few s tu d i e s  have employed 
such a paradigm, and those t h a t  have dore so,  have u t i l i z e d  them inade­
qua te ly .  Furthermore, the apparent  advantages o f  a repeated measures 
design have not y e t  been appl ied  to any co gn i t ive  process model.
An ad d i t io n a l  o b je c t iv e  o f  t h i s  study was to compare two e x i s t ­
ing models o f  nurse  tu rnove r .  The models proposed by Pr ice  and Mueller 
(1981) and Mobley, Horner,  and Hollingsworth (1978) a re  process models 
s u i t a b l e  fo r  comparison within  a repeated measures format .  The former 
model i s  the  only one which has been developed s p e c i f i c a l l y  fo r  nurses ,  
and the  l a t t e r  model has i n d i r e c t l y  demonstrated cons ide rab le  p r e d ic t iv e  
and explanatory  power fo r  t h i s  occupat ion.
Hypotheses
Based upon the  review o f  the  l i t e r a t u r e ,  two hypotheses have 
been generated  regard ing  methods and models.
Hypothesis 1 : Use o f  the  repeated measures paradigm wil l  inc rease  the
explanatory  and p r e d i c t iv e  power o f  both t h e o r e t i c a l  models.
Hypothesis 2 : Under both paradigms the Mobley model wil l  demonstrate
s i g n i f i c a n t l y  g r e a t e r  explanatory  and p r e d i c t iv e  power fo r  nurse turnover  
than wil l  the  P r ice  model.
The important  ques t ion o f  c r i t e r i o n  contaminat ion under the 
repeated measures paradigm i s  an issue  t h a t  wi l l  be examined in the  data
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a n a ly s ts  phase o f  t h i s  s tudy.  However, a t  p resen t  th e re  i s  i n s u f f i c i e n t  
p r io r  re sea rch  to  enable  the  formulation o f  an hypothesis  on the m at te r .
METHOD
S u b je c t s . Four n o n -p ro f i t ,  community general h o s p i t a l s  and two government- 
owned general hospitals provided the  pool of  nurses from which a study 
sample o f  527 non-supervisory  r e g i s t e r e d  nurses  were drawn. The non­
p r o f i t ,  community general hosp i ta l  i s  p re sen t ly  the most common type of  
hosp i ta l  in the country (United S ta te s  Bureau of  the Census, 1981; United 
S ta t e s  Department of Health and Human Serv ices ,  1981). This o rgan iza t iona l  
form c o n s t i t u t e s  approximately 46 percent  of  a l l  h o s p i t a l s  and averages 
about 210 beds (United S t a t e s  Department of Health and Human Services,
1981). The community general hops ita!  under s t a t e  or local  government 
contro l  i s  the  next most p reva len t  type. This form accounts fo r  25 pe r ­
cent  of  a l l  h o s p i t a l s  and averages 117 beds. Using these  two hosp i ta l  
types to provide the  su b je c t  pool helped to ensure a r e p re s e n ta t iv e  study 
sample. The use of  four  community and two government h o s p i t a l s  was to
( 1 ) maintain fo r  sampling purposes the approximate 2 : 1  na t iona l  r a t i o  of 
general h o s p i t a l s  under community control  vs.  government con t ro l ,  and
( 2 ) provide s u f f i c i e n t  numbers o f  nurses to  allow comparisons by hosp i ta l  
type.
The s e l e c t io n  o f  r e g i s t e r e d  nurses from the  pool proceeded in a 
random fashion u n t i l  527 nurses  were chosen who c o n s t i t u t e d  a sample 
r e p re s e n ta t i v e  o f  na t ional  nursing educational  norms. Careful a t t e n t i o n  
to t h i s  v a r i a b le  addressed the  d e f i c i t s  in Pr ice  and M uelle r ' s  (1981b) 
sample t h a t  were noted e a r l i e r  by Lane, e t  a l . (1981). Data compiled by 
the United S ta te s  Department o f  Health and Human Services  (1981) on r e g i s ­
te re d  hosp i ta l  nurses in d ic a te  t h a t  approximately 80% hold nursing diploma 
or  a s s o c i a t e  degrees ,  18% hold baccalaurea te  degrees ,  and 2 % have masters 
or  d o c to ra te  degrees .  The composition o f  the  p resen t  research  sample
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(61%, 38%, and 1%, r e s p e c t iv e ly )  in d ic a te s  a somewhat more educated group 
but does not d ev ia te  s i g n i f i c a n t l y  from these  averages .  In a d d i t i o n ,  the 
study sample cons is ted  o f  both f u l l - t i m e  (80%) and p a r t - t im e  ( 2 0 %) nurses .
Design. This research  u t i l i z e d  a 2 (paradigm) x 2 (model) design in a 
f i e l d  s tudy.  The two paradigms used were the two-step  lo n g i tud ina l  
( S t a t i c )  and the  repeated measures (Dynamic) paradigms. The two models 
used were the  P r ice  and Mueller (1981b) and the  Mobley, Horner and 
Hollingsworth (1978) models.
In s t rum e n ts . The survey q ues t ionna i re  presented in Appendix A was the 
only instrument employed in the  s tudy.  This instrument was a 53-item 
q u es t io n n a i re  which included measures o f  a l l  c o n s t ru c t s  found in the  two 
nursing models.  All measures used were in the  form o r i g i n a l l y  employed 
by the model au thors  with the  exception o f  Mobley's two job s a t i s f a c t i o n  
measures; the  work o f  Mobley e t  a l . (1978) and t h a t  o f  M i l l e r ,  e t  a l .
(1979) found the  Work Scale o f  the  Job Descr ip t ive  Index (Smith, Kendal 
and Hulin, 1969) and the  GM Faces Scale (Kunin, 1955) to be comparable 
and y e t  more parsimonious measures o f  job s a t i s f a c t i o n  than the  e n t i r e  
Job D escr ip t ive  Index (JDI) and the Brayf ie ld  and Rothe (1951) Index o f  
Job S a t i s f a c t i o n  employed o r i g i n a l l y  by Mobley.
Use o f  a s in g le  instrument allowed both nursing models to  be 
app l ied  s imultaneously  to  a l l  o f  the  su b je c ts  and avoided any bias  t h a t  
could have been in troduced through the use o f  s e p a ra te  su b jec t  groups for  
each model. A comparison o f  the  models was accomplished by e x t r a c t in g  
each model 's  items from the  keyed ins trument .
Procedure . The re sea rch e r  f i r s t  made personal c o n tac t  with the  Louisiana
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chapte rs  of  the  American Nurses Associa t ion and the  American Hospital 
Associa t ion to expla in  the  p r o je c t  and to  seek t h e i r  involvement.
Although t h i s  involvement was to  be minimal, evidence to o the r  p a r t i c i ­
pants  t h a t  these  a s so c ia t io n s  had reviewed and endorsed the  study was 
intended to increase  the  l ik e l ih o o d  t h a t  the s tudy would be viewed in 
a p o s i t i v e  manner. The Louisiana Hospital Associa t ion  a lso  a s s i s t e d  
in the s e le c t io n  o f  the  s ix  h o s p i t a l s  which provided the sub jec t  pool.
With the support  o f  the p ro fes s iona l  a s so c ia t io n s ,  the 
re sea rch e r  next made personal con tac t  wi th  the  a d m in is t r a to r s  and 
nursing d i r e c t o r s  of  the pool h o s p i t a l s .  These meetings were to  expla in  
the  p r o je c t  and s o l i c i t  support .  Nursing d i r e c t o r s  were asked to 
provide job p o s i t io n  data  on r e g i s t e r e d  nurses  w i th in  t h e i r  h o s p i t a l s  
fo r  the purpose of  c o n s t ru c t in g  a sample, and personnel departments 
were asked to t r a c k  tu rnover  w i th in  the  sample.
Once the  sample (n=527) was s e l e c t e d ,  a l l  o f  the nurses  within  
the sample were mailed the  survey instrument (Appendix A) and an accom­
panying cover l e t t e r  (Appendix B) a t  Time 1 (See Figure 3) .  The cover 
l e t t e r  was one adapted from Pr ice  and Mueller which described  the pro­
j e c t ,  ensured c o n f i d e n t i a l i t y  of responses ,  and s o l i c i t e d  the n u r se ' s  
p a r t i c i p a t i o n .  A stamped envelope,  addressed  to  t h i s  r e se a r c h e r ,  was i n ­
cluded with each q u es t io n n a i r e  to  f a c i l i a t e  a prompt and d i r e c t  r e tu rn .
Two hundred and tw enty-e igh t  nurses (43%) responded to  the 
Time 1 q u es t io n n a i re .  U t i l i z i n g  the  r e s u l t s  of the  f i r s t  survey,  the 
su b je c t  sample was divided in to  two groups (Control and Experimental) .  
Division of  the  sample was made on the bas is  of  s t a t e d  in t e n t io n s  to
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leave or to  s ta y ,  so t h a t  the  two groups contained equ iva len t  propor­
t io n s  of  nurses who were l i k e l y  l e a v e r s .  One hundred and s ix ty -seven  
nurses  were assigned to  the experimental group and 61 to  the contro l  
group. These numbers were chosen to  accommodate the  requirements  of  
data a n a l y s i s ,  assuming a 50% r a t e  of  r e tu rn  fo r  subsequent q u es t io n ­
n a i r e s  and a 50% dropout r a t e  from the  experimental group over the 
course of data  c o l l e c t i o n .
A f te r  the i n i t i a l  survey, only nurses in the  experimental group 
were administered the q u e s t io n n a i re  again two months (Time 2) and four  
months (Time 3) l a t e r .  These two ad m in is t r a t io n s  followed the same 
mail ing procedure employed a t  Time 1. C r i t e r io n  data were co l l e c te d  
from personnel departments every two months a t  Times 2, 3 and 4. The 
e n t i r e  process  of data  c o l l e c t i o n  requ ired  s ix  months.
CONTROL
Price
+
Mobley
Survey C r i t e r io n
Pr ice
EXPERIMENTAL +
Mobley
Survey 
(Time 1)
Survey + 
C r i te r io n
(Time 2)
Survey + 
C r i te r io n
(Time 3)
C r i t e r io n  
(Time 4)
Figure 3. Methodological design of  the  p ro je c t .
Data A na lys is . When making comparisons of  paradigms and models,  only 
information c o l l e c te d  from the  experimental group was used in the
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analyses (See Figure 4).  This enabled a l l  comparison R s to be derived
from the very same sub jec ts  r a th e r  than from separa te  subgroups which
may d i f f e r  in undetermined ways.
T rad i t iona l  r egress ion  procedures were used to  assess  the
p re d ic t iv e  a b i l i t y  of  the va r iab les  under both models. Hypothesis
2
1 was t e s te d  by comparing the 1R obtained under the s t a t i c  paradigm
with t h a t  obtained under the dynamic paradigm. A d d i t io n a l ly ,  p a r t i a l
r eg ress ion  weights of f i r s t  d i f f e re n c es  fo r  the independent v a r iab le s
2
were computed on the dynamic paradigm da ta .  Higher IR s and s i g n i f i c a n t  
f i r s t  d i f f e r e n c e s  obtained here would be support ive  of  Hypothesis 1.
A t e s t  of Hypothesis 2 was made by d i r e c t l y  comparing the  amount of
2
c r i t e r i o n  var iance  explained  by each t h e o r e t i c a l  model. A higher  JR 
fo r  the Mobley model would be support ive  of  Hypothesis 2. Mult ip le  
reg ress ion  procedures were a lso  used to i d e n t i f y  the b es t  p r e d i c to r s .
To check f o r  c r i t e r i o n  contamination on the p a r t  of the 
repeated measures paradigm, a t - t e s t  f o r  binomial data  was used to 
compare the t o t a l  tu rnover  which occurred in the control  and ex p e r i ­
mental groups. Since the sub jec ts  in the  two groups were matched a t  
the beginning of  the  study on i n t e n t  to leave, any s i g n i f i c a n t  
d i f f e r e n c e s  in t o t a l  tu rnover  between the two groups could be 
a t t r i b u t e d  to  e f f e c t s  of the paradigms.
Analyses by hosp i ta l  ownership and by ex ten t  of  employment 
were performed to  explore  d i f f e re n c es  w i th in  the sample, and post-hoc 
analyses  of  var iance  were used to i n v e s t ig a t e  changes in v a r i ab le s  over 
t ime.
RESULTS
Results  of  analyses  which c h a ra c te r iz e  the study sample w il l  
be presented f i r s t .  These analyses  examined sample subgroups on 
demographic, percep tua l ,  and c r i t e r i o n  v a r i a b le s .  Resul ts  p e r ta in in g  to 
a comparison of  the  two paradigms w i l l  be presented next.  Data r e l a t i n g  
to  t h e i r  r e l a t i v e  p r e d i c t iv e  c o n t r ib u t io n s  w il l  be ou t l in ed  here 
i n i t i a l l y ,  followed by data  concerned with t h e i r  r e l a t i v e  explanatory 
c o n t r ib u t io n s .  F ina l ly ,  the  r e s u l t s  o f  analyses which compare the  two 
th e o r e t i c a l  models w i l l  be p resented .
C h a r a c t e r i s t i c s  of  the Sample
Demographics. The composition of  the study sample on four  demographic 
v a r ia b le s  i s  shown in Table 2. Extent of  employment, general t r a i n i n g ,  
age and tenure  are  depic ted  s e p a ra te ly  fo r  the control  group, the  e x p e r i ­
mental group, and the  t o t a l  sample. The experimental group i s  f u r t h e r  
subdivided in to  those nurses  with complete data  a t  Times 1 and 2 (used 
to t e s t  the  hypotheses) and those nurses  with incomplete da ta .  Instances  
of  missing data  on any model v a r i a b le s  excluded those persons from para ­
digm and model ana lyses .  However, these  nurses were included in several  
d e s c r ip t i v e  ana lyses  in which missing data  was not a problem.
Turnover. Voluntary tu rnover  (excluding r e t i r em en ts  and te rm ina t ions )  
among the  sample of  survey respondents  was 1 1 . 6 % (n=26) over the course 
of  the six-month study. This t r a n s l a t e s  to an annual q u i t  r a t e  of 23.2%. 
Within the  experimental group, twenty-one nurses resigned during the 
study:  four  between Times 1 and 2, nine between Times 2 and 3, and e ig h t
TABLE 2 .
DEMOGRAPHICS OF THE STUDY STAMPLE*
GROUP
EMPLOYMENT 
F u ll-tim e  Part-tim e
TRAINING
Diploma or 
Associate B.A.
Masters 
or Ph.D. 25
AGE 
25-29 30-34 34 ly r .
TENURE 
1-3 3-5 5-10 lOyr
CONTROL
n=61
76 24 59 40 1 29 26 25 20 17 35 17 21 10
EXPERIMENTAL
n=167
Complete
81 19 62 37 1 21 37 20 22 18 34 22 18 8
Data
n=84
Incomplete
78 22 64 35 1 23 37 22 18 19 35 22 17 7
Data
n=83
83 17 60 40 0 20 36 19 25 18 33 22 18 9
TOTAL SAMPLE 
n=228
80 20 61 38 1 23 34 21 22 18 34 21 19 8
♦Figures given are percentages o f row to ta ls .
coro
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between Times 3 and 4 (See Figure 3) .  The r a t e  of  voluntary  turnover  
among sub jec ts  who did not respond to  the survey was 10.7%, or  an annual­
ized r a t e  of  21.4%. Turnover among p a r t - t im e  nurses was g r e a t e r  than 
t h a t  fo r  f u l l - t i m e  nu rses ,  £(222)=2.04,  £<.05.  However, the number of 
vo luntary  q u i t s  among nurses  in government-owned, n o n -p ro f i t  h o sp i ta l s  
was not s i g n i f i c a n t l y  d i f f e r e n t  from t h a t  in community-owned, n o n -p ro f i t  
h o s p i t a l s ,  £(222)=.611,  £ > . 1 .
The ques t ion of  c r i t e r i o n  contamination by repeated survey 
ad m in is t r a t io n s  was addressed by comparing tu rnover  in the control  and 
experimental groups. No s i g n i f i c a n t  d i f f e r e n c e  £(222)=.873,  £> .1 ,  was 
found between the groups,  i n d ic a t in g  t h a t  the process  of  repeated surveys 
did not  in f luence  the nurses  to  e i t h e r  q u i t  or remain in t h e i r  jobs .
Hospital Ownership and Extent of  Employment. All of  the nurses  who 
responded to the ques t io n n a i re  a t  Time 1 (£=228) were ca tegor ized  accor­
ding to  the ownership ( s t a t e  vs.  community) of  the  hosp i ta l  in which 
they worked and the e x te n t  to  which they were employed the re  ( f u l l - t i m e ,  
vs.  p a r t - t im e ) .  A s e r i e s  of  tw en ty - th ree  £ - t e s t s  were performed to 
explore  the  d i f f e r e n c e s  between nurses in the c a t e g o r i e s .  Seven of 
these  t e s t s  were s i g n i f i c a n t  fo r  hosp i ta l  ownership, and seven t e s t s  
were a l so  s i g n i f i c a n t  f o r  e x te n t  of  employment. The s p e c i f i c  va r iab le s  
and £  values a re  reported  in Appendix C.
Paradigm Comparisons
P r e d ic t i o n . To t e s t  Hypothesis 1, which s ta t e d  t h a t  use of the repeated 
measures paradigm would in c rease  the  p r e d i c t iv e  power of  both models,
only q u es t io n n a i re s  from the  experimental group were employed. 
El iminat ing  nurses who l e f t  in Time Block A (See Figure 4 ) ,  or who had 
any missing data  on the  v a r i a b l e s  in e i t h e r  model a t  Time 1 or Time 2, 
reduced the sample s i z e  f o r  the  paradigm comparisons (n=84). Time 3 
data  was not analyzed due to  the low number o f  leavers  in Time Block C 
who provided complete d a ta .  Therefore ,  the  Time 2 values of  the  Mobley, 
e t  a l . and P r ice  and Mueller  v a r i a b le s  (See Table 3) were used to 
p r e d i c t  the t o t a l  tu rnover  occurr ing  between Time 2 and Time 4, t h a t  
i s  tu rnove r  occurr ing  in both Blocks B and C to g e th e r .  The model £  s 
generated by the  f ixed  Time 2 v a r ia b le s  were then compared to the model
O
FTs generated  when change v a r ia b le s ,  c a lc u la te d  from the  d i f f e re n c es  
between Time 1 and Time 2 values , were added to  the o r ig in a l  f ixed 
models.  The change v a r i a b le s  employed here were scores  rep resen t ing  
any s h i f t  t h a t  occurred in the  o r ig in a l  model v a r ia b le s  between Time 1 
and Time 2 (See Table 4) .
SURVEY
TIME
1
(mo.O) ©(mo.2 ) 3(mo.4)
TIME A B C
BLOCK
, ------------ -------- ^
A  + Fi xed 
Variables Variables
Turnover
4
(mo.6 )
Figure 4. Values used for  paradigm and model comparisons.
As shown in Table 5, the  dynamic paradigm produced higher
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TABLE 3
VALUES OF MODEL PREDICTORS AT TIME 1 AND TIME 2
n=84
VARIABLE
TIME
MEAN
1
S.D.
TIME
MEAN
2
S.D.
Mobley, e t  al
In te n t io n  to  Quit 2.69 1.24 2.71 1.35
In te n t io n  to  search 2.81 1.25 2 . 8 6 1.33
Thinking of Qui t t ing 2.83 1.07 2.96 1.15
Job S a t i s f a c t i o n 3.83 1.03 3.92 .96
Acceptable A l t e rn a t iv e 3.27 1.09 3.31 1.17
Age-Tenure .19 1.47 .05 1.60
Pr ice  and Mueller
I n te n t  to  Stay 4.00 2 . 0 2 3.89 2.34
Job S a t i s f a c t i o n 19.26 5.90 19.76 6.05
Opportunity 9.35 2.90 8.42 2.85
Rou t in iza t ion 8.58 3.14 8.58 3.34
P a r t i c i p a t i o n 6.70 4.07 6.62 3.94
In s t r u .  Communication 21.50 5.36 20.52 5.94
In te g ra t io n 8.44 5.73 8.24 6 . 0 2
Pay 10.24 2.89 10.49 2.82
D i s t r i b u t i v e  J u s t i c e 3.30 1 . 6 8 3.62 1.64
Promo. Opportunity 14.62 6.07 14.13 6 . 0 2
P rofess iona l  ism 1 . 6 8 1.91 1.44 2.04
General Training 2 . 0 1 .92 2.06 .91
Kinship R esp o n s ib i l i ty 4.71 1.23 4.69 1.27
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TABLE 4
MAGNITUDE OF CHANGE VARIABLES 
n=84
VARIABLE MEAN S.D.
Mobley, e t  al
In ten t ion  to  Quit - . 0 2 1.76
In ten t ion  to Search - .05 1.91
Thinking of  Q ui t t ing - .13 1.59
Job S a t i s f a c t io n - .0 8 1.47
Acceptable A l t e rn a t iv e - .0 4 1.62
Age-Tenure .14 2.29
Pr ice  and Mueller
In te n t  to  Stay . 1 1 3.18
Job S a t i s f a c t io n - .5 0 8.91
Opportunity .93 3.96
Routin iza t ion . 0 0 4.99
P a r t i c ip a t io n .08 5.99
In s t ru .  Communication .98 7.74
In teg ra t io n . 2 0 7.87
Pay - .2 5 4.56
D is t r i b u t iv e  J u s t i c e - .3 2 2.24
Promo. Opportunity .49 8.17
Profess ional ism .24 2.78
General Training - .05 1.28
Kinship R esp o n s ib i l i ty . 0 2 1.82
TABLE 5 .
STANDARDIZED PARTIAL COEFFICIENTS BY MODEL AND PARADIGM
MOBLEY, e t a l . 
Independent Variables STATIC DYNAMIC
PRICE AND MUELLER 
Independent Variables STATIC DYNAMIC
1. In ten tion  to q u it .31* .28 1. In ten t to stay - .4 2 * * * - .5 1 * *
2. In ten tion  to search -.0 7 -.0 6 2. Job S atis fac tio n  .22 .08
3. Thinking o f q u ittin g  .3 8 ** .52* 3. Opportunity .02 -.1 5
4 . Job S atis faction  .3 9 *** .4 8 ** 4. R outlnizatlon .06 .09
5. Acceptable a lte rn a tiv e  .04 .03 5. P artic ip a tio n  .05 .07
6. Age-tenure .15 .11 6. In s tru . communication -.0 1 .09
A  1 -.0 5 7. In tegration  - .1 5 -.1 7
A  2 .05 8. Pay .12 .21
A  3 .16 9. D is tr ib u tiv e  ju s tic e  .13 .11
A  4 .05 10. Promo. Opportunity -.0 4 .14
A  5 -.0 1 11. Professionalism .14 .24
A  6 -.0 3 12. General tra in in g  - .2 6 * -.2 3
13. Kinship R esponsib ility  - .0 7 -.1 4
A  1 -.1 0
A  2 -.1 3
A  3 -.1 9
A  4 .17
A  5 -.0 9
A  6 .26
A  7 -.1 5
A  8 .12
A  9 -.2 4
A 10 .08
A l l .06
A 12 -.0 7
A 13 .03
R2 .29 .30 R2 .26 .41
*£<.05
**£<.01
***£<.001
CO
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£  s fo r  both models; however, s i g n i f i c a n t  p a r t i a l  c o r r e l a t i o n s  of f i r s t  
d i f f e r e n c e s  did not r e s u l t .  An £ - t e s t  fo r  ex t ra  sums of  squares  (Neter 
and Wassermen, 1974) was subsequently  performed on the s t a t i c  and dynamic 
models. Results  fo r  the P r ice  and Mueller model were £(13 ,57)=1.07 ,
£>.05 and fo r  Mobley's model were £ (6 ,71)=1 .69 ,  £>.05.  These t e s t s  
suggest  t h a t  the  change v a r i a b le s  did not  s i g n i f i c a n t l y  improve the 
p r e d i c t iv e  a b i l i t y  of  the  models.
Changes in Variables  Over Time. Data r e l a t i n g  to  the  na tu re  o f  the t u rn ­
over process i s  provided by repeated measures of  the same v a r iab le s  
over time. In order  to  examine more c lo se ly  the value changes t h a t  
occurred in the v a r i a b le s  between Time 1 and Time 2, a tw o - fac to r ,  
repeated  measures an a ly s is  of  var iance  (ANOVA) was performed pos t  hoc. 
Behavioral choice (to remain on the  job or  to q u i t ) ,  t ime, and i n t e r ­
ac t io n  e f f e c t s  were analyzed f o r  each s t a t i c  v a r i a b le .  Since our 
primary i n t e r e s t  i s  to examine the  choice X time e f f e c t ,  only those 
v a r ia b le s  with t h i s  s i g n i f i c a n t  i n t e r a c t io n  e f f e c t  a re  reported  here.
The a n a ly s is  of  var iance ind ica ted  a s i g n i f i c a n t  choice X time e f f e c t  
fo r  one model v a r ia b le  and one resea rch  item. The model va r ia b le  was 
instrumental  communication, £(1,143)= 6.15, £<.05, and the  research  item 
was p resen t  job search, £(1,143)= 14.74, £<.001. Figures  5 and 6  
g ra p h ic a l ly  d ep ic t  the  r e s u l t s  f o r  instrumental  communication and 
p resen t  job search behavior,  r e s p e c t iv e ly .  Two to  four  months p r io r  
to  leaving ,  nurses  who were to re s ign  t h e i r  jobs  reported  a decrease  
in perceived instrumental  communication and an inc rease  in job search 
behavior.
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INSTRUMENTAL
COMMUNICATION
Stayers
Leavers
Tirlie 4Tiitie 1 Time 2
Figure 5. Inst rumental  communication as a func t ion  of  choice and time. 
(High score  im plies  more instrumenta l  communication.)
PROPORTION
PRESENTLY
SEARCHING
100% Stayers
Leavers
Time 2 Time 4Time 1
Figure 6 . P resen t  job  search behavior  as a func t ion  of  choice and time.
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Model Comparisons
2
Comparisons of  model s wi th in  each paradigm reveal  l i t t l e
support  fo r  Hypothesis 2,  which s ta t e d  t h a t  under both paradigms the
Mobley model would demonstrate s i g n i f i c a n t l y  g r e a t e r  explanatory  and
p r e d ic t iv e  power than would the P r ice  model (See Table 5).  Mobley's
2
v a r i a b le s  produced a s l i g h t l y  higher  IR than P r i c e ' s  v a r i a b le s  in the
2
s t a t i c  comparison, and y e t  Mobley's v a r i a b le s  generated a lower than 
P r i c e ' s  v a r i a b le s  in the dynamic comparison. As mentioned be fo re ,  t h i s  
r e s u l t  is  not  s u rp r i s in g  in l i g h t  of  the sheer  number of  v a r i ab le s  in 
the P r ice  and Mueller model.
Using a .05 level  of  s ig n i f i c a n c e  as the  c r i t e r i o n  f o r  i n c l u ­
s ion ,  a s tepwise reg re s s io n  a n a ly s i s  performed on a l l  f ixed  v a r i a b le s  a t  
Time 2 and on a l l  change v a r i a b le s  produced a s t r o n g e r ,  more parsimonious 
s t a t i c  model f o r  t h i s  data  (See Table 6 ). The o vera l l  £ 2  o f  .41 which 
was produced here i s  l i k e l y  to  diminish somewhat upon c r o s s - v a l i d a t i o n .
TABLE 6 .
STANDARDIZED PARTIAL COEFFICIENTS 
FOR STEPWISE MODEL
Independent Variables
1. A ct ive ly  searching f o r  a job elsewhere _ 3 4 ***
2. Thinking of  q u i t t i n g .09**
3. Job s a t i s f a c t i o n . 1 2 **
4. General t r a in i n g - . 1 0 **
R2 .41
**£<.01
***£<.001
This model includes  one research  v a r i a b l e  ("A ct ive ly  searching f o r  a
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job elsewhere") ,  one v a r i a b le  exc lus ive  to Mobley's model ("Thinking 
of  q u i t t i n g " ) ,  one v a r i a b le  exc lus ive  to  P r ice  and M uelle r ' s  model 
("General Tra in ing") ,  and one c o n s t ru c t  shared between both models 
("Job s a t i s f a c t i o n "  as measured here by Mobley). Job search behavior  
and thoughts  of  q u i t t i n g  were p o s i t i v e l y  c o r r e l a t e d  with turnover,  and 
job s a t i s f a c t i o n  and general  t r a in i n g  were nega t ive ly  c o r r e l a t e d  with 
turnover .  One change v a r i a b l e  ("Change in inst rumental  communication") 
f e l l  j u s t  shor t  of  the  c r i t e r i o n  f o r  inc lus ion  in the  stepwise model 
(£=.0586).
DISCUSSION
Research Paradigms
The p r inc ipa l  o b je c t iv e  of t h i s  study was to  extend research  
in to  the co gn i t ive  and behavioral process  which precedes tu rnover .
More s p e c i f i c a l l y ,  i t  examined Mobley's (1982) con ten t ion  t h a t  a dynamic 
experimental des ign ,  represen ted  here by repeated survey measures,  is  
requ ired  in order  to advance our understanding of the turnover  process .  
The one f a c e t  of Mobley's content ion  t e s t e d  by Hypothesis 1 was the 
e x te n t  to which the  use o f  repeated measures improved the p r e d ic t iv e  
u t i l i t y  of a t h e o r e t i c a l  model. Of secondary i n t e r e s t  was the degree 
to  which the paradigm would generate  informat ion t h a t  improves our 
understanding of  the turnover  process .
U t i l i z in g  change scores to  p r e d i c t  turnover  does not  appear 
d e s i r e a b le  a t  t h i s  t ime. As t e s t e d  here ,  knowledge of  p r io r  t rends  
in a model 's  v a r i a b le s  does not add s i g n i f i c a n t l y  to  the a b i l i t y  of 
t h a t  model to  p r e d i c t  tu rnover .  This conclusion must be i n t e rp r e t e d  
in l i g h t  of  severa l  cond i t ions  unique to  the p resen t  re sea rch .
F i r s t ,  a two-month time span was employed between survey meas­
ures .  When cons ider ing  leavers  and s ta y e r s ,  t h i s  was a s u f f i c i e n t  
amount of time to  observe s i g n i f i c a n t  d i f f e r e n t i a l  s h i f t s  in two v a r i a ­
b le s .  However, two months may not be a time period s e n s i t i v e  to  impor­
t a n t  change in  many of  the  v a r ia b le s  measured here.  Some v a r i a b le s ,  such 
as job s a t i s f a c t i o n ,  may change very slowly in value and r eq u i re  a 
longer  time lag between measures. Other v a r ia b le s ,  such as thoughts 
of q u i t t i n g ,  may s h i f t  r a d i c a l l y  severa l t imes wi th in  the two months
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as work events a f f e c t  c o g n i t io n s .  Fur ther  multi  pi e-measures research  
w il l  e s t a b l i s h  the r e l a t i v e  v o l a t i l i t y  of  key v a r ia b le s  and the time 
lags  necessary to  observe them.
Secondly, i n s u f f i c i e n t  turnover  in Time Block C among nurses 
with complete survey data  compelled the  r e sea rch e r  to d isca rd  va r iab le  
measures gathered  a t  Time 3. Had the sample s iz e  been l a r g e r ,  o r  had 
turnover  been g r e a t e r ,  change values across  th ree  po in ts  in time would 
have been a v a i l a b le  to  p r e d i c t  turnover  in Block C. How t h i s  add i t iona l  
information would have a f fe c te d  our p r e d i c t iv e  a b i l i t y  i s  unknown.
Third ly ,  only v a r i a b le s  contained  in a p a r t i c u l a r  s t a t i c  model 
were used to genera te  t h a t  model 's change sco res .  The r e l a t i v e  s t reng th  
of the v a r i a b le  "Change in instrumental  communication" to  p r e d ic t  turn­
over when v a r iab le s  were s e le c te d  by stepwise reg res s ion  in d ic a te s  t h a t  
some change v a r ia b le s  may be good p r e d ic to r s  when they do not have a 
f ixed-va lue  co u n te rp a r t  in the same model.
F in a l ly ,  t r a d i t i o n a l  r eg res s ion  techniques were employed to
t e s t  the p r e d i c t iv e  power of the  two process  models.  These techniques
2
were used here in order  t h a t  JR and p r e d i c to r  comparisons could be made 
with the au th o rs '  o r ig in a l  research  and with o the r  turnover  s tu d ie s  in 
the l i t e r a t u r e .  However, t h i s  au thor  f e e l s  t h a t  s t a t i c  data  ana lys is  
techniques  app l ied  to  process  models a re  in a p p ro p r ia te  f o r  explor ing 
the process .  Causal modeling through path a n a ly s i s  and dynamic c o r r e l a ­
t io n s  appears necessary  before  the  u t i l i t y  of  change scores  can be f u l l y  
t e s t e d .
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Although t h i s  research  suggests  t h a t  the p r e d i c t iv e  u t i l i t y  
of  change v a r ia b le s  i s  not  g r e a t ,  they can provide an explanatory  con­
t r i b u t i o n  to process re sea rch .  The a b i l i t y  of  repeated measures to tap 
processual change in v a r i a b le s  i s  ev iden t  in t h i s  s tudy.  Persons who 
q u i t  t h e i r  jobs  experienced a s i g n i f i c a n t  dec l ine  in instrumental  commu­
n ic a t io n  and a s i g n i f i c a n t  increase  in job search behavior  two to  four  
months p r io r  to t h e i r  leaving .  These r e s u l t s  a re  c o n s i s t e n t  with the 
process sequence proposed in both models considered.
At t h i s  time the repeated measures paradigm would seem most 
useful  fo r  o u t l in in g  the  na tu re  and flow of  the turnover  process  by 
def in ing  sequent ia l  s t a g e s ,  causal e f f e c t s ,  va r iab le  i n t e r a c t i o n s ,  
c r i t i c a l  time l a g s ,  and feedback loops.  Use of  the dynamic paradigm 
i s  not l i k e l y  to  improve upon p red ic t io n  unless  i t  i s  in te g ra te d  with 
dynamic s t a t i s t i c a l  techniques .  Once t h a t  i s  accomplished, the repeated 
measures paradigm w il l  be more useful fo r  both turnover  p re d ic t io n  
and in te rv e n t io n  planning.
Turnover Models
The second o b je c t iv e  of t h i s  study was to  d i r e c t l y  compare 
the  tu rnover  models proposed by Pr ice  and Mueller (1981) and Mobley, 
Horner,  and Hollingsworth (1978). As shown by the r e s u l t s ,  n e i t h e r  of
these  models accounted f o r  a g r e a t  deal of var iance  in the c r i t e r i o n .
2
The low s t a t i c  s a re  p a r t i c u l a r l y  s t r i k i n g  in l i g h t  of the  r e l a t i v e l y  
sh o r t  ( four  month) time period between measurement and c r i t e r i o n  c o l l e c ­
t io n .  The s l i g h t l y  g r e a t e r  expla ined var iance  on the  p a r t  of Mobley's 
s t a t i c  model i s  n e g l i g i b l e  f o r  a l l  p r a c t i c a l  purposes.
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As shown in Table 3, only four  se le c ted  v a r i a b le s  explained 
cons ide rab ly  more var iance  than e i t h e r  model a lone.  In ad d i t io n ,  both 
models a re  s u f f i c i e n t l y  s im i l a r  so t h a t  a new, more powerful t h e o r e t i c a l  
model may be produced by combining the  elements found in both models. 
Explorat ion of t h i s  i s sue  i s  beyond the scope of  the hypothesis  t e s ted  
here.
The moderated analyses  were made by hosp i ta l  ownership ( s t a t e  
government versus n o n - p ro f i t  non-government) and by e x te n t  of  employ­
ment a t  the hosp i ta l  ( p a r t - t im e  versus  f u l l - t i m e  n u r se s ) .  S ta t e  hos­
p i t a l  nurses  r e p o r t  more so c ia l  i n t e r a c t io n  with f r i e n d s  a t  work and 
l e s s  k inship  r e s p o n s i b i l i t y  than t h e i r  non-government co u n te rp a r t s .  
However, s t a t e  hosp i ta l  nurses  a l so  r e p o r t  l e s s  a c t i v i t y  in p ro fe s ­
s ional a s so c ia t io n s  and s i g n i f i c a n t l y  more events  occurr ing a t  work 
which cause them to  cons ide r  q u i t t i n g  t h e i r  jobs .  S ta t e  nurses a l so  
fee l  t h a t  t h e i r  pay i s  l e s s  e q u i t a b le  than do nurses in non-government 
h o s p i t a l s .
There a r e  few s u r p r i s e s  in the  comparison of p a r t - t im e  and 
f u l l - t i m e  nurses .  P a r t - t im e  nurses tend to  have more family t i e s  and 
s t rong  f e e l in g s  of  r e s p o n s i b i l i t y  to family members. They a l s o  have 
l e s s  p ro fess iona l  t r a i n i n g .  Their  p a r t - t im e  s t a t u s  would account  fo r  
the f a c t  t h a t  they s o c i a l i z e  l e s s  f req u e n t ly  with f r i e n d s  a t  work, and 
they f ee l  t h a t  i t  i s  not  d i f f i c u l t  to  f ind  o th e r  accep tab le  jobs .  All 
o f  these  f a c t o r s  p a in t  a p i c tu r e  o f  a person who i s  cons ide rab ly  less  
in teg ra te d  in her  p ro fes s ion  and who has ease o f  movement to  o the r
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employment. Consequently, i t  i s  not s u rp r i s in g  t h a t  tu rnover  i s  
s i g n i f i c a n t l y  h igher  among these  nurses .
Conclusions
Within the  c o n s t r a i n t s  o f  t h i s  study, use of  the  dynamic
re sea rch  paradigm fo r  p r e d i c t iv e  purposes appears premature a t  t h i s
time.  The repeated measures method does not s i g n i f i c a n t l y  improve
the  p r e d i c t i v e  a b i l i t y  of  p re sen t  turnover  models. Given the low 
2
R s o f  the  two models considered here, i t  i s  a lso  obvious t h a t  
s t r o n g e r  models a re  needed. Nursing can be expected to  bes t  advance 
i t s  understanding of  tu rnove r  by employing experimental des igns and 
s t a t i s t i c a l  approaches t h a t  a re  d i r e c te d  a t  bu i ld ing  improved 
p r e d i c t iv e  models.
Dynamic designs  c l e a r l y  permit  observat ion of  process  events  
and a re  most useful  as t o o l s  to o u t l in e  the nature  and flow of 
cogn i t ions  and behaviors  preceding tu rnover .  However, only a f t e r  
s u i t a b l e  process  models have been d e l in ea ted  w i l l  the dynamic paradigm 
o f f e r  an a p p ro p r ia te  b a s is  f o r  improved p red ic t io n  and planned 
in t e rv e n t io n .  Future research  in to  the process  of  tu rnover  should 
focus upon b e t t e r  i n t e g r a t i n g  the element of  time in to  research  
paradigms and th e o r e t i c a l  models. Although s t a t i c  paradigms may be 
s u i t a b l e  f o r  s t a t i c  models, our understanding of occupat ional  tu rnover  
i s  not l i k e l y  to  improve u n t i l  more s o p h is t i c a te d  process  models are  
b u i l t  and r e f in ed  through dynamic approaches.
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Appendix A 
Survey Instrument^
^Itern 5 on t h i s  instrument cour tesy  o f  P a t r i c i a  C. Smith and copyrighted 
by Bowling Green S ta te  U n iv e r s i ty ,  Bowling Green, Ohio, 1975.
INSTRUCTIONS
1. P le a se  answer th e  q u e s t io n s  in  the  o rd e r  t h a t  th ey  a re  p re s e n te d .
2 .  A ll  of the  q u e s t io n s  can be answered by e i t h e r  check ing  (y/) or 
c i r c l i n g  one of the  answ ers . I f  you do n o t  f in d  the  e x ac t  answer 
t h a t  f i t s  your c a se ,  check or c i r c l e  the  one t h a t  comes c l o s e s t  
t o  i t .
3 .  Although some q u e s t io n s  may seem t o  be r e p e t i t i o u s ,  p le a s e  answer 
a l l  q u e s t i o n s .
4 .  The answers you g ive  w i l l  be com ple te ly  c o n f i d e n t i a l .  I t  i s  im­
p o r t a n t  t h a t  you be as h o n es t  as you can in  answ ering t h i s  q u e s ­
t i o n n a i r e  .
5. P le a se  s e a l  your completed q u e s t io n n a i r e  in  th e  e n c lo se d ,  p re p a id  
envelope , and m ail i t  w i th in  7 davs from th e  d a te  you re c e iv e d  i t .
THANK YOU FOR YOUR TIME.
Item  5 C opyright by Bowling Green S ta te  U n iv e r s i ty ,  1975.
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1- Are you working f u l l - t im e  or p a r t-tim e?
( ) F u l l - t im e  
( ) P a r t - t i m e
2 .  Do you work on a r o t a t i n g  s h i f t  o r  a s t r a i g h t  s h i f t ?
( ) R o ta t in g  s h i f t  
( ) S t r a i g h t  s h i f t
3 • I I  XSSI SD. A g.t.X A lK h.t S h i f t . on what s h i f t  do you work?
( ) Day s h i f t  
( )  Evening s h i f t  
( ) Night s h i f t
U. What I s  th e  t o t a l  l e n g t h  o f  t im e  you have worked in  t h e  h o s p i t a l  
i n  any c a p a c i t y ?
( ) Less th a n  one y e a r  
( ) Between 1-3 y e a r s  
( ) Between 3*5 y e a r s  
( ) Between 5-10  y e a r s  
( ) Over te n  y e a r s
5. Think o f  yo u r  p r e s e n t  work. What i s  i t  l i k e  most o f  th e  t im e?
In  th e  b la n k  b e s i d e  each  word g iv e n  below , w r i t e
V  f o r  "Yes" I f  i t  d e s c r i b e s  your  work;
^  f o r  "No" i f  i t  does n o t  d e s c r ib e  i t ;
?• i f  you c an n o t  d e c i d e .
F a s c l n a t l n g  
Rout ine 
S a t  i s f y  lng 
Boring 
Good 
C re a t  ive  
R espected  
Hot
P le a s a n t
U seful
Tiresome
H e a l th f u l
C h a l le n g in g
On your f e e t
F r u s t r a t i n g
Simple
E nd less
G ives  sen se  o f accomplishm ent
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6- P le a s e  p l a c e  a ch eck  (✓) below th e  one f a c e  t h a t  b e a t  e x p r e s s e s  your  
o v e r a l l  f e e l i n g s  tow ard  yo u r  p r e s e n t  Job  a t  th e  h o s p i t a l :
( ) ( ) ( ) ( ) ( )
7. How s a t i s f y i n g  do you e x p e c t  yo u r  Job t o  be l a  th e  n e a r  f u t u r e ? 
(Check one f a c e . )
c  )  (  > (  )  (  )  (  )
8- How much v a r i e t y  l a  t h e r e  in  th e  a c t i v i t i e s  t h a t  make up your Job?
( ) A v e ry  g r e a t  v a r i e t y  
( ) A g r e a t  v a r i e t y  
( ) A m odera te  v a r i e t y  
( ) Some v a r i e t y  
( ) L i t t l e  o r  no v a r i e t y
9. To what e x t e n t  do you do th e  same Job in  th e  same way e v e ry  day?
( ) Almost t o t a l l y  th e  same e v e ry  day 
( ) Very much the  same 
( ) M o d era te ly  th e  same 
( ) Somewhat th e  same 
( ) Almost t o t a l l y  d i f f e r e n t  e v e ry  day
10. To what e x t e n t  a r e  t h e  a c t i v i t i e s  t h a t  make up y o u r  Job r o u t i n e ?
( ) Very r o u t i n e
( ) Q u i te  r o u t in e  
( ) M od era te ly  r o u t i n e  
( ) Somewhat r o u t i n e  
( ) L i t t l e  o r  no r o u t i n e
11. How much r e p e t i t i v e n e s s  i s  t h e r e  in  th e  a c t i v i t i e s  t h a t  make up 
yo u r  Job?
( ) A v e ry  g r e a t  d e a l  
( ) A g r e a t  d e a l  
( ) A m od era te  amount 
( ) Some
( ) L i t t l e  o r  none
12. How l i k e l y  I s  I t  t h a t  you w i l l  l e a v e  t h i s  h o s p i t a l  in  th e  n e a r  f u t u r e ?
1 2 
Very U n l ik e ly  U n l ik e ly
3 4 5
Not Sure  L ik e l y  C e r t a i n
13. Hum l i k e l y  Is  I t  t h a t  you cou ld  o b ta in  a n o th e r  jo b  e ls e w h e re  t h a t  i s  
as good (o r  b e t t e r )  than your p resen t jo b ?
1 2  3 4 5
Very U n lik e ly  U n lik e ly  Not S u re  L ik e l y  C e r t a i n
14 . Coaoared t o  th e  e f f o r t  t h a t  you o u t  I n t o  vour  l o b , how do you f e e l  
about th e  pay you r e c e i v e  in  th e  h o s p i t a l ?
( ) Compared w i th  th e  e f f o r t ,  my pay i s  v e ry  p o o r .
( ) Poor 
( ) About R igh t  
( ) Good
( ) Compared w ith  th e  e f f o r t ,  my pay i s  v e ry  good.
15* Compared t o  th e  e f f o r t  t h a t  o t h e r  n u r s e s  in  th e  h o s p i t a l  p u t  i n t o  t h e i r  
j o b s ,  how do you f e e l  about th e  pay you r e c e i v e  in  th e  h o s p i t a l ?
( ) Compared w i th  th e  e f f o r t  o f  o t h e r  n u r s e s ,  my pay i s  v e ry  good.
( ) Good 
( ) About R ig h t  
( ) Poor
( ) Compared w i th  t h e  e f f o r t  o f  o t h e r  n u r s e s ,  my pay i s  v e ry  p o o r .
16. How do you f e e l  a b o u t  th e  pay  you r e c e i v e  in  th e  h o s p i t a l  compared t o  
th e  c o n t r i b u t i o n  t h a t  you make tow ard  i t s  o p e r a t i o n ?
( ) Compared t o  my c o n t r i b u t i o n ,  my pay i s  v e ry  p o o r .
( ) Poor 
( ) About R igh t 
( ) Good
( ) Compared t o  my c o n t r i b u t i o n ,  my pay i s  v e ry  good.
17. How much do you a g re e  o r  d i s a g r e e  w i th  each  o f  th e  fo l lo w in g  s t a t e m e n t s  
abou t n ro m o t io n a l  o p p o r t u n l t i e s  fo r  a p e r s o n  w i th  your q u a l i f i c a t i o n s  
somewhere in  th e  h o s p i t a l ?  (Check one t o r  each  s t a t e m e n t )
N e i th e r
S t r o n g ly  Agree n o r  S t r o n g ly
S ta te m e n t________  Agree Agree D isa g re e  D isa g re e  D isag ree
A. There i s  l i t t l e  chance
t o  g e t  a h e ad . ( ) ( ) ( ) ( ) ( )
P rom o tio ns  a r e  r e g u l a r . ( ) ( ) ( ) ( ) ( )
P rom o tio ns  a r e  i n f r e ­
q u en t  . ( ) ( ) ( ) ( ) ( )
There i s  an o p p o r t u n i ­
t y  fo r  a d v an cem en t . ( ) ( ) ( ) ( ) ( )
I ' ii i n  a d ea d -en d  J o b . ( ) ( ) ( ) ( ) ( )
There i s  a  v e ry  good
o p p o r t u n i t y  f o r  a d ­
vancement . ( ) ( ) ( ) ( ) ( )
P ro m otio ns  a r e  v e ry
r a r e . ( ) ( ) ( ) ( ) ( )
T here i s  a  good chance
to  g e t  a h ead . ( ) ( ) ( ) ( ) ( )
18. How o f t e n  do you f e e l  t h a t  you have a  c l o s e  w o rk in g  r e l a t i o n s h i p  w i th  
your c o -w o rk e rs ?
1 2 3 4 5
Never Seldom O c c a s io n a l ly  O f te n  C o n s t a n t ly
19. How many c l o s e  f r i e n d s  do you have among h o s p i t a l  e m p lo y e e s?
(N ote :  T here  i s  n o th i n g  odd a b o u t  h a v in g  no c l o s e  f r i e n d s  among
h o s p i t a l  em p lo y e es .  Many p e o p le  have c l o s e  f r i e n d s  o u t s i d e  th e  
h o s p i t a l ,  o r  have no c l o s e  f r i e n d s . )
( ) No c lo s e  f r i e n d s  among h o s p i t a l  e m p lo y ee s .
( ) One
( ) Two
( ) Three
( ) Four
( ) F ive  o r  more c lo s e  f r i e n d s  among h o s p i t a l  em p lo yees .
2 0 .  While you a r e  a c t u a l l y  w o rk in g . how o f t e n  do you s ee  your c lo s e  
f r i e n d s  among h o s p i t a l  em ployees?
( ) More th a n  once a day
( ) About once a  day
( ) About once e v e r y  two days
( ) Less th a n  once e v e ry  two days
( ) No c lo s e  f r i e n d s  among h o s p i t a l  em p lo y ees .
2 1 .  How o f t e n  do you s ee  you r  c lo s e  f r i e n d s  among h o s p i t a l  employees
d u r i n e  b r e a k s . such  a s  f o r  c o f f e e  and lu n ch?
( ) More th a n  once a  day
( ) About once a day
( ) About once e v e r y  two day6
( ) Less th a n  once e v e r y  two days
( ) No c l o s e  f r i e n d s  among h o s p i t a l  em ployees
2 2 .  Hew o f t e n  do you s e e  y o u r  c l o s e  f r i e n d s  among h o s p i t a l  em ployees
o u t s i d e  o f  w ork ing  h o u r s . such a s  a t  d i n n e r s ,  p i c n i c s ,  o r  o t h e r  
s o c i a !  e v e n t s ?
( ) A.most e v e ry  day
( ) Roughly be tw een  two and s i x  t im e s  a  week
( ) About once a  week
( ) About e v e ry  o t h e r  week
( ) About once a  month
( ) Less  th a n  once a  month
( ) No c lo s e  f r i e n d s  among h o s p i t a l  em ployees
2 3 .  How e a s y  would I t  be f o r  vou t o  f i n d  a n u r s i n g  Job  w i th  a n o th e r
em ployer?
( ) Very e a s y
( ) Q u i te  e a sy
( ) F a i r l y  e a sy
( ) Not q u i t e  so  e a s y
( ) Not e a s y  a t  a l l
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2 4 .  How «<ssy would I t  be fo r  you to  f in d  a n u rsin g  j o b  g o g j  £ h£  
one w m  nsw have w ith  another en p loyer?
( ) Very e a sy  
( ) Q u i t e  e a sy  
( ) F a i r l y  e a sy  
( ) Not q u i t e  s o  e a sy  
( ) Not e a sy  a t  a l l
2 5 .  How would you d e s c r i b e  th e  number s i  a v a i l a b l e  n u r s i n g  . w i th  
a l l  ty p e s  o f  e m p lo y e rs ,  f o r  a n u rs e  w i th  your q u a l i f i c a t i o n s ?
( ) A g r e a t  many
( ) Q u i te  a few
( ) A m odera te  number 
( ) Few 
( ) Very few
2 6 . Which o f  th e  fo l lo w in g  s t a t e m e n t s ,  in  y ou r  v iew ,  b e s t  d e s c r i b e s  the  
lob m arke t f o r  a  n u rs e  w i th  your  q u a l i f i c a t i o n s ?
( ) There a r e  more jo b  v a c a n c ie s  th a n  a p p l i c a n t s .
( ) There a r e  more a p p l i c a n t s  th a n  jo b  v a c a n c i e s .
27 . Which o f  t h e  fo l lo w in g  s t a t e m e n t s  most c l e a r l y  r e f l e c t s  your f e e l ­
in g s  ab ou t  y o u r  f u t u r e  i n  tjjfi. h o s p i t a l ?
( ) D e f i n i t e l y  w i l l  n o t  le ave  
( ) P ro b a b ly  w i l l  no t  le ave  
( ) U n c e r ta in  
( ) P ro b a b ly  w i l l  l e av e  
( ) D e f i n i t e l y  w i l l  le a v e
2 8 .  How w e l l  Inform ed a r e  you abo u t  e ach  o f  t h e  f o l lo w in g  a s p e c t s  o f  
vour lob in  the  h o s p i t a l ?  (Check one f o r  each  a s p e c t )
Very Q u i t e  F a i r l y  H ardly
Well Well Well Somewhat a t  a l l
________A sp ec ts_________  Inform ed Informed Informed Informed Informed
A. What i s  t o  be done ( ) ( ) ( ) ( ) ( )
B. P o l i c i e s  and p r o c e ­
d u re s  ( ) ( ) ( ) ( ) ( )
C. P r i o r i t y  o f  work t o
be done ( ) ( ) ( ) ( ) ( )
D. How w e l l  th e  jo b  i s
done ( ) ( ) ( ) ( ) ( )
E. T e c h n ic a l  knowledge ( )  ( )  ( )  ( )  ( )
F. N ature o f  equ ipm ent
used ( ) ( ) ( ) ( ) ( )
G. How you a r e  su p p o s ­
ed t o  do th e  j o b  ( ) ( ) ( ) ( ) ( )
2 9 .  How much freedom does your  Job  a l lo w  you as t o  how t o  do your work?
1 2  3 4
Not a t  a l l  A l i t t l e  Somewhat A l o t
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30. How much does y o u r  Job a l l o w  you t o  make a l o t  o f  d e c i s i o n s  on
1 2 3 4
Not a t  a l l  A l i t t l e  Somewhat A l o t
31. How much does yo u r  Job a l lo w  you t o  ta k e  p a r t  in  d e c i s i o n s  t h a t  
a f f e c t  you?
1 2  3 4
Not a t  a l l  A l i t t l e  Somewhat A l o t
32. How much i s  your Job one where you have a l o t  o f  say  ov e r  what 
happens on th e  Job?
1 2 3 4
Not a t  a l l  A l i t t l e  Somewhat A l o t
33- Here i s  a l i s t  o f  d e c i s i o n s  which g e t  made on th e  J o b .  For each of 
the  fo l lo w in g  d e c i s i o n s ,  p l e a s e  i n d i c a t e  how much sav  you a c t u a l l y  
have in  making th e s e  d e c i s i o n s .  (Check one f o r  each  d e c i s i o n )
A Good A Very 
:aa l  o f  G rea t  Dea 
Sav o l Sav
( ) (  >
D e c is io n
No Say 
a t  a l l
Some
Sav
Moderate
Sav
A. How you do your Job < ) ( ) ( )
B. Sequence of your job
a c t  i v i t  i e s ( ) ( ) ( )
C. Speed a t  which you
work ( ) ( ) ( )
D. Changing how you do
your Job ( ) ( ) ( )
To what e x t e n t  do vou f e e l  t h a t you a re a b l e  t o  1
a t work?
1 2 3 4
( ) ( )
( ) ( )
( > ( )
3
Never Seldom O c c a s io n a l ly  O f te n  C o n s t a n t ly
35- How o f t e n  do you t h i n k  ab ou t  l e a v i n g  your Job a t  t h i s  h o s p i t a l ?
1 2 3 4 5
Never Seldom O c c a s io n a l ly  O f te n  C o n s t a n t ly
36 . In  th e  l a s t  two m o n th s , have any s p e c i f i c  t h i n g s  happened which 
ca used  you t o  t h i n k  about q u i t t i n g  yo u r  Job?
1 2
Yes No
I f  "Y es", p l e a s e  b r i e f l y  i n d i c a t e  below the  n a t u r e  o f  th e  o c c u r r e n c e  
which was most r e s p o n s i b l e  f o r  your  t h i n k i n g  ab ou t  q u i t t i n g :
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3 7 .  Have you sea r ch ed  f o r  a no th er  jo b  anytim e in  th e  l a s t  two months?
1 2
Yes No
3 8 .  Are you now a c t i v e l y  s e a r c h in g  f o r  a jo b  e ls e w h e r e ?
1 2
Yes No
3 9 .  I f  you were lo o k in g  f o r  a jo b  e l s e w h e r e ,  but have now s to p p e d  l o o k i n g ,  
what was most r e s p o n s i b l e  f o r  your d e c i s i o n  t o  s t o p  lo o k in g ?
4 0 .  How l i k e l y  i s  i t  t h a t  in. th e  near  f u t u r e  you w i l l  s e a r c h  f o r  a 
jo b  e ls e w h e r e ?
1 2 3 4 5
Very U n i i k e l y  U n l i k e l y  Not Sure L i k e l y  C e r ta in
4 1 .  Do you e x p e c t  t o  l e a v e  th e  h o s p i t a l  in  th e  near f u t u r e ?
( ) W ill  d e f i n i t e l y  l e a v e  in  th e  near  fu tu r e
( ) The ch a n c e s  are  q u i t e  good t h a t  1 w i l l  l e a v e  
( ) The s i t u a t i o n  i s  u n c e r t a in
( ) The ch a n c e s  are  v e r y  s l i g h t  t h a t  1 w i l l  l e a v e  
( ) D e f i n i t e l y  w i l l  no t  l e a v e  in  th e  near fu tu r e
4 2 .  How o ld  a re  you?
( ) L ess  than  25 y e a r s  o ld  
( )  25  t o  29  
( ) 30 t o  34 
( ) 35 t o  39 
( ) 40 to  49 
( ) 50 t o  59 
( ) 60 y e a r s  or o v e r
4 3 .  How many m emberships do you have in  p r o f e s s i o n a l  a s s o c i a t i o n s . such as 
American N u r s e s '  A s s o c i a t i o n ,  A s s o c i a t i o n  o f  O p era t in g  Room N u rses ,  
C r i t i c a l  Care Nurse A s s o c i a t i o n ,  and s o  f o r t h ?
( ) None 
( ) One 
( ) Two 
( ) Three 
( ) Four o r  more
4 4 .  Hew many o f f i c i a l  p o s i t i o n s . such  as  b e in g  an o f f i c e r  o r  committee 
member, do you have in  p r o f e s s i o n a l  a s s o c i a t i o n s ?
( ) None 
( ) One 
( ) Two 
( ) Three 
( ) Four o r  more
( ) No membership in  p r o f e s s i o n a l  a s s o c i a t i o n s
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4 5 .  How o f t e n  do you g e n e r a l l y  a t t e n d  m e e t in g s  ( d i s t r i c t ,  s t a t e ,  and 
n a t i o n a l )  o f  a p r o f e s s i o n a l  a s s o c i a t i o n ?
( ) Never a t t e n d  m e e t in g s
( ) Between one and f i v e  t im es  a y e a r
( ) Between s i x  and t w e lv e  t im e s  a y e a r
( ) Over tw e lv e  t im e s  a  y ear
( ) No m emberships in  p r o f e s s i o n a l  a s s o c i a t i o n
4 6 .  How much p r o f e s s i o n a l  s c h o o l i n g  in  n u r s in g  have you had?
( ) A s s o c i a t e
( ) Diploma
( ) B a c c a la u r e a t e
( ) Graduate d e g r e e ( s )
4 7 .  What i s  your  p r e s e n t  m a r i t a l  s t a t u s ?
( ) M arried
( ) S i n g l e
( ) Widowed
( ) D iv o r ce d  or s e p a r a t e d
4 8 .  Do you have any c h i l d r e n ?
( ) Ves
( ) No
( ) Not a p p l i c a b l e
4 9 .  Here are f i v e  k in d s  o f  g o a l s  admired in  America t o d a y .  I d e a l l y ,  i f  
you c o u ld  arra n g e  your  l i f e ,  which g o a l  would you c h o o se  t o  em phas ize  
m o st ,  which se c o n d  m o s t ,  w h ich  t h i r d ,  w h ich  f o u r t h ,  and w h ich  l e a s t ?  
A s s ig n  ranks from L £ £  w i t h  J. s j g n i f v i n e  "most" and £  s i g n i f y i n g  
" l e a s t " .
Rank Coal
________ To have a s u c c e s s f u l  c a r e e r
________ To be a good w i f e  (o r  husband)
________ To be a good m other (or  a good f a t h e r )
________ To be a good c i t i z e n  o f  t h e  community
________ To be a good member o f  my church  or  syn agogue
5 0- R oughly ,  what i s  your  t o t a l  y e a r l y  income from n u r s in g  b e f o r e  taxe  
and o t h e r  d e d u c t i o n s  are  made:
( > L e ss  than 5 3 ,0 0 0
( ) 5 3 ,0 0 0  t o  $ 4 ,9 9 9
( ) $ 5 ,0 0 0  t o  $ 6 ,9 9 9
( ) $ 7 ,0 0 0  t o  $ 8 ,9 9 9
( ) $ 9 ,0 0 0  t o  $ 1 0 ,0 0 0
( ) $ 1 1 ,0 0 0  t o  $ 1 2 ,9 9 9
( ) $ 1 3 ,0 0 0  t o  $ 1 4 ,9 9 9
( ) $ 1 5 ,0 0 0  t o  $ 1 6 ,9 9 9
( )  $ 1 7 ,0 0 0  t o  $ 1 8 ,9 9 9
( ) $ 1 9 ,0 0 0  t o  $ 2 0 ,9 9 9
( ) $ 2 1 ,0 0 0  t o  $ 2 2 ,9 9 9
( ) $ 2 3 ,0 0 0  t o  $ 2 4 ,9 9 9
( ) $ 2 5 ,0 0 0  o r  ov e r
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51. At t h i s  t im e ,  t o  what e x t e n t  a re  you and your fa m i ly  b e in g  a f f e c t e d  
by the p r e s e n t  econom ic  r e c e s s i o n ?
1
Not a t  a l l A l i t t l e Somewhat
U
A l o t
512 . How much do you a g r e e  or d i s a g r e e  w i t h  ea ch  of the f o l l o w i n g  s t a t e ­
ments about your jo b ?  (Check one f o r  each  s t a t e m e n t )
S t a t e me n t
S t  r o n g ly  
Agree
A. 1 f i n d  r e a l  e n j o y me n t  
i n my j  ob .
K. 1 c o n s i d e r  my j o b  
r a t h e r  u n p l e a s a n t .
C. I am o f t e n  b o r e d  w i t h
my j ob ( ) ( ) ( ) ( )
D. 1 am f a i r l y  w e l l  s a t i s ­
f i e d  w i t h  my j o b .  ( )  ( )  ( )  ( )
E.  1 d e f i n i t e l y  d i s l i k e
ray j o b . ( ) ( ) ( ) ( )
F.  Each day  on my j o b  
seems l i k e  i t  w i l l  
n e v e r  end .
d.  Most  days  I am e n t h u ­
s i a s t i c  a b o u t  my j o b .
53.  Do you b e l o n g  t o  an i n - h o u s e  n u r s i n g  po o l  a t  y o u r  l i o s p . i t a l ?
Ag ree
Ne i t h e r  
Agree nor  
D isa g r e e D isa g r e e
S t rong ly  
D isa g r e e
( )
( )
< )
( )
( )
( )
1
Yes
2
No
THANK YOU.
PLEASE MAIL IN THE ENCLOSED STAMPED ENVELOPE
Appendix B 
Cover Le t te rs*
^Adapted from Pr ice  and Mueller  (1981b).
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December 28, 1982
Dear Nurse:
Recently you may have learned  t h a t  your hosp i ta l  was one o f  several 
h o sp i ta l s  in Louisiana p a r t i c ip a t i n g  in a s tudy o f  nurse tu rnover .  The 
research  i s  an e f f o r t  to le a rn  more about how r e g i s t e r e d  nurses decide 
to s tay  in or  leave a h o s p i t a l .  The p r o je c t  i s  being conducted by myself 
as a doctoral  d i s s e r t a t i o n  and i s  being supported by the  Louisiana S ta te  
Nurses A ssoc ia t ion ,  the  Louisiana Hospital Associa t ion and the  Louisiana 
Department o f  Health and Human Resources. I t  i s  hoped t h a t  t h i s  research  
wi l l  c o n t r ib u te  in some small way to  the  e f f e c t i v e  d e l iv e ry  o f  hea l th  care  
in our s t a t e .
Your candid views o f  your p resen t  job a re  g r e a t l y  needed to make t h i s  
e f f o r t  s u c c e s s fu l .
I have enclosed here a b r i e f  q u es t ionna i re  which asks about your 
p resen t  job and your f e e l in g s  about s tay ing  in or  leaving  your h o s p i t a l .  
Since f e e l in g s  about jobs vary with time and c ircumstances ,  a sample of  
nurses wi l l  be randomly se le c ted  to rece ive  t h i s  same q ues t ionna i re  two 
more times during the  next s ix  months. The q u es t ionna i re  takes about 15 
minutes to  complete.
All responses are  completely c o n f i d e n t i a l . None of  the  ques t ion - 
na i res ,  once they are  f i l l e d  o u t , w i l l  ever  be seen by anyone in the 
h o s p i t a l .  Completed q u es t io n n a i re s  come d i r e c t l y  to  me fo r  t a b u la t io n  a t  
Louisiana S ta t e  Univers i ty .  Findings r e s u l t i n g  from the  study w i l l  be 
reported  s t a t i s t i c a l l y  to nurse  and hosp i ta l  r e p re s e n ta t i v e s  so t h a t  the 
i d e n t i t y  of  in d iv id u a ls  and small groups w i l l  not be revealed .  Overall  
r e s u l t s  w i l l ,  of course, be a v a i l a b le  to  you as publ ic  information.
In s t ru c t io n s  fo r  completing and mai l ing the  ques t io n n a i re  a re  
enclosed here with i t .  I hope t h a t  you wil l  j o in  us in t h i s  re sea rch .
S in ce re ly ,
A1 Holland
Nurse Research P ro jec t  
Department o f  Psychology 
Louisiana S ta te  U nivers i ty  
Baton Rouge, Louisiana 70803
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February 21, 1983
Dear Nurse:
T would l i k e  to thank you fo r  your i n t e r e s t  and p a r t i c i p a t i o n  in my 
research  on nursing in Louisiana.  The response to  the  i n i t i a l  ques t ion­
n a i r e  was e n t h u s i a s t i c  and appears to r e f l e c t  a s i g n i f i c a n t  amount o f  
i n t e r e s t  on the p a r t  o f  nurses  in t h e i r  jobs and p ro fess ion .
The q u es t ionna i re  t h a t  you re tu rned  to me a t  the  beginning o f  the 
year  asked about your job and your thoughts  about s tay ing  in o r  leaving  
your h o s p i t a l .  I mentioned then t h a t  s ince  f ee l in g s  about jobs vary over 
t ime,  a random sample o f  nurses would be asked to f i l l  out  the  ques t ion ­
n a i r e  two more times in the  following months. That i s  why I am w r i t ing  
to you now - -  to ask you to  p a r t i c i p a t e  f u r th e r  in the p r o je c t  by complet­
ing the  enclosed q u e s t io n n a i re .  As before ,  a l l  responses a re  comp!etely 
c o n f i d e n t i a l . None o f  the  q u e s t io n n a i re s ,  once they  a re  f i l l e d  o u t ,  will  
ever be seen by anyone in the  h o s p i t a l .  Completed ques t ionna i res  come 
d i r e c t l y  to  me a t  Louisiana S ta te  Univers i ty .
Please  do not fee l t h a t  your p a r t i c ip a t i o n  i s  unimportant - -  i t  i s  
very important .  Every ques t io n n a i re  which goes unreturned rep re sen ts  a 
loss  o f  va luab le  information and in s ig h t  which cannot be rep laced .  Other 
people can specu la te  about nurs ing ,  but you know more about your job 
than anyone e l s e .
Thank you again  fo r  your time.
S ince re ly ,
A1 Holland
Nurse Research Pro jec t  
Department o f  Psychology 
Louisiana S ta te  Univers i ty  
Baton Rouge, Louisiana 70803
April  20, 1983
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Dear Nurse:
Enclosed i s  the t h i r d  and f in a l  survey in our lo n g i tud ina l  study on 
nurs ing .  You have p a t i e n t l y  completed t h i s  ques t io n n a i re  twice before ,  
and I am asking t h a t  you complete and r e tu rn  i t  to me one more time.  As 
before ,  the questions  ask you fo r  your most r ecen t  opin ions  and f ee l in g s  
about your job .  Please f i l l  out  a l l  o f  the  items and mail them in the 
prepaid envelope as soon as  p o ss ib le .
PROJECT RESULTS
Data a n a ly s is  fo r  the  p r o je c t  should be completed some time in 
August. I f  you a re  i n t e r e s t e d  in l ea rn in g  more about the  s tudy ,  gen e ra l ­
ized r e s u l t s  may be obtained from the  following sources :
(1) Public Document. A h ighly  d e t a i l e d  d e s c r ip t io n  o f  the 
re search  —  I t s  methodology, data an a ly s i s  procedures,  
source o f  survey i tems,  r e s u l t s ,  e t c .  —  wil l  be a v a i l ­
ab le  as public information in the  d i s s e r t a t i o n  c o l l e c t ­
ion o f  the  LSU l i b r a r y .
(2) A b s t r a c t . I f  you would l i k e  a summary o f  the  p ro je c t  
and i t s  p r inc ipa l  r e s u l t s ,  I would be happy to  mail you 
an a b s t r a c t .  Please  send (not on t h i s  q u es t ionna i re )  
your name and mai l ing address  to me a t  the  address  below.
(3) Professional  A s so c ia t io n s . Represen ta t ives  o f  the 
Louisiana S ta t e  Nurses A ssoc ia t ion ,  Louisiana Hospital 
A ssoc ia t ion ,  Louisiana Department o f  Health and Human 
Resources, and p a r t i c i p a t i n g  h o s p i t a l s  w il l  a l so  be 
informed o f  the  r e s u l t s .
I would l i k e  to express my a p p rec ia t io n  fo r  your involvement through­
out  t h i s  p r o je c t .  I t  i s  my hope t h a t  the  r e s u l t s  o f  t h i s  s tudy wil l  
co n t r ib u te  p o s i t i v e ly  to  hea l th  care  in our s t a t e .
Once ag a in ,  thank you fo r  your p a r t i c i p a t i o n .
S in ce re ly ,
A1 Holland
Nurse Research Pro jec t  
Department o f  Psychology 
Louisiana S ta te  U nive rs i ty  
Baton Rouge, Louisiana 70803
Appendix C
Hospital  Ownership and Extent of  Employment
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TABLE 7.
SIGNIFICANT t-TESTS BY HOSPITAL OWNERSHIP
Variable
Means
Community Government
df t  value
Social I n te g ra t io n 7.93 9.68 219 -2.08*
D i s t r i b u t i v e  J u s t i c e 3.41 2.88 219 2.09*
Profess ional ism 1.53 .91 222 2 .20*
Kinship R esp o n s ib i l i ty 4.63 4.18 222 2.37*
Age/Tenure Composite .20 - .49 220 3.00**
Extent of  Employment 1.27 1.14 222 2 .12*
C r i t i c a l  Events 1.55 1.35 221 2.70**
*£<. 05 
**£<.01
TABLE 8.
SIGNIFICANT t-TESTS BY EXTENT OF EMPLOYMENT
Variable
Means
F u l l - t im e  Par t - t im e
df t  value
Turnover .09 .20 222 -2.04*
Social In te g ra t io n 8.94 6.82 219 2.31*
General Train ing 2.15 1.78 221 2.52*
Kinship R e sp o n s ib i l i ty 4.34 5.02 222 -3.37***
Job A l te rn a t iv e s 3.17 3.59 222 -2.29*
Age/Tenure Composite - .14 .47 220 -2.43*
C r i t i c a l  Events 1.46 1.61 221 -1.87*
*£<. 05 
**£<.01  
***£<.001
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